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Abstract 
Rapid environmental changes have forced organizations to engage in various strategies 
for remaining competitive. When informed of an impending change, employees usually form 
their own expectations about what will happen to them as a result of this unknown situation. 
After a change occurs, employees have their perceptions about what has been actually altered. 
The time between when expectations form and when the change actually occurs, which may 
confirm or disconfirm the expectations, often leads to high levels of uncertainty and ambiguity. 
However, few studies have been conducted that seek to understand how employee 
expectations might be related to subsequent employee outcomes. Most studies have focused 
simply on negative effects of organizational change on employees rather than examining change 
and its impact on employees’ feelings and perceptions during a period of change, failing to take 
into account various problems and barriers to successful change have commonly existed in 
organizations. There is a need for studies that examine the relationships among employee 
expectations about change, their perceptions about change outcomes once a change has been 
implemented, and about job outcomes.  
The purpose of this study is to investigate the relationships among managers’ perceptions 
about the impending change in their organization, their perceptions about the change outcomes, 
and the subsequent job outcomes, and the moderating effects of individual factors and change 
impact on the relationships involving other related variables.  
The following research questions guide this study: 
1. What is the relationship between managers’ perceptions about the impending change 
and their perceptions about the change outcomes? 
2. Do managers’ individual factors affect the relationship between their perceptions  
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                  about the impending change and their perceptions about the change outcomes? 
3. Does change impact affect the relationship between managers’ perceptions about the 
impending change and their perceptions about the change outcomes? 
4. Do managers’ expectations about the impending change, perceptions about the 
change outcomes, individual factors and change impact relate to their job outcomes? 
5. What have managers learned from their experience with this organizational 
restructuring?  
The research setting for this study was a telecommunications company in Taiwan. In  
January 2011, two branches of this company underwent an organizational restructuring in 
response to the merging of two political districts, as part of the national government’s policy. Of 
the two branches of this company, one had 1200 employees, and the smaller had 300 employees.  
The researcher collected quantitative data in order to identify the correlational 
relationships among managers’ feelings and perceptions during organizational restructuring. 
Furthermore, the researcher collected qualitative data by conducting interview for answering the 
last research question. Thus, this study consisted of two phases of data collection and respondent 
selection. The surveys were distributed to the selected participants. In terms of interview, the 
researcher invited 15 managers at different position levels to share their personal experiences and 
opinions about this organizational restructuring. 
The results show that managers’ perceptions about the impending change were positively 
related to their perceptions about the change outcomes.  Managers’ perceptions about the 
impending change were different from their perceptions about the change outcomes. In addition, 
managers’ individual factors (POS, OC, and self-efficacy) affected the relationship between 
managers’ perceptions about the impending change and their perceptions about the change 
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outcomes. In some situations, change impact on work processes affected the relationship 
between their perceptions about the change and their perceptions about the change outcomes. 
Also, managers’ expectations about the impending change, perceptions about the change 
outcomes, POS and OC are positively related to their job satisfaction. Managers’ self-efficacy 
was positively related to job performance. Change impact was not related to managers’ job 
outcomes. 
 The results of the interviews show that managers did now know much about this 
organizational restructuring before it was officially announced. When informed about it, most of 
them did not have feelings since they have experienced organizational change in this company. 
They did not take any actions to find out details about this change before the organizational 
change took place although managers had different concerns at that time. After change, most of 
the managers stated that the increasing work load was the most obvious change impact. Overall, 
managers were positive when asked about their current feelings about their company. They 
provided advice about change including fours aspects: about company’s downsizing strategy, 
advice for managers, advice for individual career and profession, and advice for subordinates’ 
work attitude. 
 Based on the findings, the implications for both HRD future research and HRD practice 
were provided.  
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Chapter 1 
Introduction 
 
Rapid environmental changes, including globalization, fierce competitive pressure, 
deregulation, and increasing costs, have forced organizations to engage in various strategies for 
remaining competitive (Reilly, Brett, & Stroh, 1993; Weber & Weber, 2001). In response, 
organizational change in the form of business portfolios, mergers and acquisitions, corporate 
downsizing, and financial restructuring commonly have been implemented (Bowman & Singh, 
1993; Probst, 2003; Reilly et al., 1993). Moreover, organizational change can directly or 
indirectly affect various aspects of organizations. Many organizations may even alter career 
planning and management, change personnel capacity, require different job competencies (Ito & 
Brotheridge, 2001), or alter current divisional structures or reporting relationships (Reilly et al., 
1993).  
Employees who have higher levels of job satisfaction may demonstrate superior 
performance (Whitman, Van Rooy, & Viswesvaran, 2010), but it has become increasingly 
challenging to maintain positive feelings, work attitudes, or even good performance among 
workers at workplaces in that they exhibit a great deal of uncertainty, ambiguity, and stress due 
to organizational change (Bordia, Hobman, Jones, Gallois, & Callan, 2004). Thus, having a 
better understanding of changes of employees’ feelings or perceptions in the context of an 
organizational change can be critical (Weber & Weber, 2001). 
There is a growing body of literature about the effects and consequences of 
organizational restructuring (Bordia et al., 2004; Jimmieson, Terry, & Callan, 2004; Probst, 
2003; Zachary, Vernon, & John, 2003). Researchers have found that these effects on employees 
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may include increased uncertainty, ambiguity, role conflicts, decreased available resources, and 
uncertain power relationships (Ashford, 1988; Bordia et al., 2004; Callan, 1993; Jimmieson et 
al., 2004; Probst, 2003). For instance, role ambiguity may take place with employees who remain 
employed during a transition period. The reason may be role expectations applicable to the 
former organization are opposite to the expectations of the newly changed organization 
(Jimmieson et al., 2004). Similarly, owing to insufficient, ambiguous or contradictory 
information about the future, career uncertainty also may exist in employees’ minds during a 
time of change (Bordia et al., 2004). 
When informed of an impending change, employees commonly form their own 
expectations about what will occur owing to a sense of uncertainty about the future (Hackett, 
Mirvis, & Sales, 1991; Jimmieson et al., 2004; Lau & Woodman, 1995; Weber & Weber, 2001). 
After a change has been implemented, it is not until a period of time following the start of 
restructuring that employees gradually begin to experience or realize changing outcomes (Sutton 
& Kahn, 1986; Weber & Weber, 2001). That is, employees may have perceptions about change 
during different phases of an organizational change, which can be confirmed or disconfirmed 
when the actual change occurs (Weber & Weber, 2001).  
Employees’ individual factors may play an influential role in their feelings, perceptions, 
and types of behavior during organizational change (Jimmieson et al., 2004; Weber & Weber, 
2001). For instance, employees with a sense of self-efficacy may have greater confidence in 
clarifying their roles, decreasing feelings of uncertainty, or overcoming obstacles and difficulties 
in order to achieve expected performance within a changing environment (Jones, 1986). Simply 
put, employees with high self-efficacy are more likely to have positive attitudes toward change 
or subsequent job outcomes (Bellou, 2007). A mutual commitment between employees and 
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organizations is relatively more critical during organizational restructuring (Rhoades & 
Eisenberger, 2002). According to social exchange theorists (Mowday, Porter, & Steers, 1982; 
Organ & Konovsky, 1989), employees who obtain more support or who have had higher 
perceived organizational support tend to demonstrate a higher level of organizational 
commitment. That is, employees with more perceived organizational support  may be more 
willing to support a planned change (Weber & Weber, 2001). Moreover, employee commitment 
has been emphasized as significantly correlated with job satisfaction (Lo & Lam, 2002; Yang, 
2008). Accordingly, these three individual factors— perceived organizational support, self-
efficacy, and organizational commitment—can be relevant to employees’ feelings or perceptions 
during an organizational change.  
 The extent to which a change may impact employees, their jobs, or their colleagues may 
be another important set of concerns (Lau & Woodman, 1995; Rafferty & Griffin, 2006). Yet, 
few studies have identified the characteristics of change events and how they influence 
employees’ attitudes (Rafferty & Griffin, 2006). Rafferty and Griffin (2006) proposed a new 
definition of the impact of change, but it simply refers to an individual’s perceptions about the 
extent to which change involves modifications to core systems of an organization. By focusing 
on employees’ individual jobs and work processes, this study proposes a new definition of 
change impact with regard to different levels of change in individuals’ jobs and work processes. 
The extent of change impact on employees’ jobs and work processes could have effects on 
relationships, among other variables.  
Human resource development (HRD) is expected to contribute to successful 
organizational change by dealing with human resources in organizations (Aguilera & Dencker, 
2004; Aguilera, Dencker, & Yalabik, 2006; Danielson, 2004; Zachary et al., 2003). Issues 
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regarding organizational change and employees’ feelings have become a compelling focus for 
HRD (Bernthal et al., 2004; Chen, Bian, & Hom, 2005). Managers are widely recognized as a 
more important role among employees in changing organizations (Randall & Procter, 2008; 
Reilly et al., 1993). Change is viewed as a central responsibility and a core competence for 
managers (De Alwis, Majid, & Chaudhry, 2006). Some studies have stated that managers may 
encounter uncertainty and ambiguity about their jobs and roles during change (Tombaugh & 
White, 1990; Worrall, Cooper, & Campbell-Jamison, 2000), but the voice of management was 
ignored in some previous studies of organizational change (Buchanan, Claydon, & Doyle, 1999; 
Worrall et al., 2000).  
 
Statement of the Problem 
When informed of an impending change, employees usually form their own expectations 
about what will happen to them as a result of this unknown situation (Hackett et al., 1991; 
Jimmieson et al., 2004; Lau & Woodman, 1995; Weber & Weber, 2001). After a change occurs, 
employees have their perceptions about what has been altered (Hackett et al., 1991; Sutton & 
Kahn, 1986; Weber & Weber, 2001). The time between when expectations form and when the 
change acutally occurs, which may confirm or disconfirm the expectations (Weber & Weber, 
2001), often leads to high levels of uncertianty and ambiguity.  
Many researchers have studied how individuals respond to change in organizations (e.g., 
Bordia et al., 2004; Jimmieson et al., 2004; Probst, 2003). Jimmieson (2004) and colleagues 
found that organizational change alters key organizational factors, such as the members of an 
organization and their work-related behaviors, which in return results in changes in 
organizational outcomes. In this respect, employees suffer from a sense of uncertainty and 
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ambiguity (Bordia et al., 2004; Jimmieson et al., 2004). Uncertainty and ambiguity among 
employees can be positively associated with stress and turnover intentions, yet negatively 
associated with job satisfaction, commitment, and trust (Bordia et al., 2004). Similar results have 
been found in a study that primarily examined the effects of an organizational restructuring on 
employees. Employees who undergo uncertainty during organizational change may suffer from a 
decreased sense of  job security, organizational commitment, job satisfaction, physical health, 
psychological well-being, and exhibit increased turnover intention, role ambiguity, and exhibit 
anxiety about time pressure (Probst, 2003). Negative effects of organizational change on 
employees have been regarded as salient to individuals who suffer from uncertainty and 
ambiguity during organizational change (Weber & Weber, 2001).  
However, few studies have been conducted that seek to understand how employee 
expectations might be related to subsequent employee outcomes (Aguilera et al., 2006; 
Danielson, 2004; Zachary et al., 2003). Most studies have focused simply on negative effects of 
organizational change on employees (e.g., Bordia et al., 2004; Jimmieson et al., 2004; Probst, 
2003) rather than examining change and its impact on employees’ feelings and perceptions 
during a period of change, failing to take into account various problems and barriers to 
successful change have commonly existed in organizations (Aguilera & Dencker, 2004; Aguilera 
et al., 2006). Some scholars have emphasized that organizations should pay attention to the 
differences between employees’ expectations about and perceptions (e.g., Lam & Zhang, 2003; 
Major, Kozlowski, Chao, & Gardner, 1995) of change, since significant negative reactions and 
results have been found (Lam & Zhang, 2003). Nevertheless, these research studies only focused 
on newcomers instead of employees who have undergone organizational change (e.g., Lam & 
Zhang, 2003; Major et al., 1995). Managers usually need to play an important role among 
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employees in changing organizations (Randall & Procter, 2008; Reilly et al., 1993) because 
change management is a core competence for managers (De Alwis et al., 2006). Managers may 
encounter uncertainty and ambiguity during change as other employees (Tombaugh & White, 
1990; Worrall et al., 2000), but few studies have paid attention to managers’ feelings during 
change (Buchanan et al., 1999; Worrall et al., 2000). 
If employees form their own expectations about what will happen to them as a result of 
this unknown situation, and if a disconnect between employees’ expectations and their 
perceptions about organizational change may exist, leading to negative effects on employees, 
then more needs to be known about employees’ perceptions at different phases of organizational 
change. Furthermore, if there is a lack of knowledge regarding managers’ perceptions about 
organizational change in current scholarly literature, and if HRD managers and practitioners 
cannot help implement organizational change effectively and efficiently due to little relevant 
information exists in this literature (Aguilera & Dencker, 2004; Aguilera et al., 2006), then more 
scholarly work needs to be done to investigate the relationships among managers’ expectations 
about impending change, their perceptions about change outcomes, and subsequent outcomes.  
 
Purpose of the Study 
The purpose of this study is to investigate the relationships among managers’ perceptions 
about the impending change in their organization, their perceptions about the change outcomes, 
and the subsequent job outcomes, and the moderating effects of individual factors and change 
impact on the relationships involving other related variables.  
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Research Questions 
The following research questions will guide this study: 
1. What is the relationship between managers’ perceptions about the impending change 
and their perceptions about the change outcomes?  
2. Do managers’ individual factors affect the relationship between their perceptions  
                  about the impending change and their perceptions about the change outcomes? 
3. Does change impact affect the relationship between managers’ perceptions about the 
impending change and their perceptions about the change outcomes? 
4. Do managers’ expectations about the impending change, perceptions about the 
change outcomes, individual factors and change impact relate to their job outcomes? 
5. What have managers learned from their experience with this organizational 
restructuring?  
 
Definition of Terms 
Organizational Restructuring: “Restructuring can encompass a broad range of 
transactions, including selling lines of business or making significant acquisitions, changing 
capital structure through infusion of high levels of debt, and changing the internal organization 
of the firm…organizational restructuring is intended to increase the efficiency and effectiveness 
of management teams through significant changes in organizational structure, often accompanied 
by downsizing” (Bowman & Singh, 1993, p. 6) 
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Perceived Organizational Support (POS): “Employees develop global beliefs 
concerning the extent to which the organization values their contributions and cares about their 
well-being” (Rhoades & Eisenberger, 2002, p. 698). 
 
Self-efficacy: Self-efficacy as “an employee’s perceived ability to function well on the 
job, despite the demands of a changing work environment”  (Jimmieson et al., 2004, p. 13). 
 
Organizational Commitment (OC): “A state in which an employee identifies with a 
particular organization and its goals and wishes to maintain membership in the organization” 
(Robbins & Judge, 2007, p. 80). 
 
Expected Effectiveness of Organizational Restructuring: The definition and notion of 
the effectiveness of organizational restructuring is modified from the definition of organizational 
effects in Hackett, Mirvis and Sales’ (1991) study. The expected effectiveness of organizational 
restructuring represents managers’ anticipation or expectation of the aggregate consequences of 
an impending organizational restructuring. 
 
Expected Role Ambiguity: Role ambiguity occurs when role expectations are not clearly 
understood and employees are not sure what they should be doing (Robbins & Judge, 2007). 
Expected role ambiguity refers to managers’ lack of clarity about their roles and tasks in an 
organization following a restructuring. 
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Expected Career Uncertainty: Uncertainty refers to individuals’ inability to accurately 
predict what they might want to know. This is typically due to lack of information, especially if 
they receive ambiguous or contradictory information (Bordia et al., 2004). Expected career 
uncertainty represents managers’ anticipation or expectation of their inability to predict what it is 
they might want to know about the organization during a time of significant change.  
     
Perceived Effectiveness of Organizational Restructuring: The definition of the 
effectiveness of organizational restructuring is modified from the idea of organizational effects 
as expressed in Hackett et al.’s (1991) study. The perceived effectiveness of organizational 
restructuring represents managers’ perceptions of the aggregate consequences of an 
organizational restructuring. 
 
Perceived Role Ambiguity: Role ambiguity occurs when role expectations are not 
clearly understood and individuals are therefore not aware of what it is they are supposed to do 
(Robbins & Judge, 2007). Perceived role ambiguity represents managers’ perceptions of the lack 
of clarity about role expectations and what they are expected to do. 
 
Perceived Career Uncertainty: Uncertainty refers to individuals’ inability to predict 
what it is they want to know, which is due to a lack of information or the reception of ambiguous 
or contradictory information (Bordia et al., 2004). Perceived career uncertainty represents 
managers’ perceptions of their inability to predict what it is they might want to know about their 
own organization. 
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Job Satisfaction: Williams and Hazer (1986) defined job satisfaction as an individual’s 
emotional and affective responses toward his or her job characteristics. 
 
Job Performance: Job performance refers to “ratings of the quantity or volume of work 
produced” (Viswesvaran, Ones, & Schmidt, 1996, p. 561).  
  
Change Impact on Individual Job: This variable refers to managers’ perceptions of the 
extent to which the change has affected their individual work during organizational restructuring. 
 
Change Impact on Work Processes: This variable refers to managers’ perceptions of 
the extent to which the change has affected the process that their own work is part of during 
organizational restructuring. 
 
Managers: Managers refer to employees who are ranked as leaders of a team, section, 
office or department in a research company. In addition to their own professional assignments, 
managers lead, guide, and organize subordinates to accomplish tasks and planned goals, create 
new knowledge for the company, monitor and evaluate subordinates’ performance, and report 
performance to upper management (De Alwis et al., 2006).   
 
Significance of the Study 
Based on the nature of this topic and its implications for HRD researchers and 
practitioners, this study is expected contribute knowledge to theoretical and practical realms of 
HRD. First, exploring the relationships among managers’ perceptions about impending change, 
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perceptions about change outcomes, job outcomes, individual factors, and change impact in the 
context of organizational restructuring can expand knowledge relevant to academic theories in 
HRD. Most research has only focused on how new employees adjust to new workplaces or how 
employees respond to the negative effects of organizational change (Aguilera et al., 2006; 
Danielson, 2004; Zachary et al., 2003), but not much is known about change in managers’ 
perceptions and the impact of their perceptions on outcomes during organizational change.  
Second, a better understanding of managers’ perceptions about change can practically 
benefit both organizations and employees undergoing organizational change. Today’s evolving 
business environment gives all employees, including managers, increased opportunities to 
experience all kinds of organizational change, and thus, organizational members need to face 
change at some point in their careers (Cooper-Thomas & Anderson, 2006). However, many 
actual cases within organizations still reveal various kinds of problems and barriers to successful 
change in spite of the assistance of HRD (Aguilera & Dencker, 2004; Aguilera et al., 2006). One 
possible reason could be that little has been known about employees’ feelings and perceptions 
during organizational restructuring (Aguilera & Dencker, 2004). In this respect, scholars have 
argued that ignorance about employees’ feelings might result in failure in some cases of 
organizational change. They have further suggested that the investigation of issues related to 
employees’ adjustment during organizational change should merit more discussion and attention 
(Amburgey, Kelly, & Barnett, 1993). The research framework and empirical evidence found in 
this study can help identify relationships between manager-related variables and managers’ 
adjustment problems during organizational restructuring. Additionally, HRD professionals and 
managers may better understand how to help their organizations carry out successful 
organizational change and development.  
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Third, it is compelling to explore how employees’ perceptions about impending change 
relate to their resulting outcomes, such as perceptions about change outcomes and job outcomes. 
Studies have found that the disconfirmation of expectations and perceptions is significantly 
related to new employees’ negative work attitudes (e.g., Lam & Zhang, 2003; Yang, 2008). 
However, the research has not included employees who face organizational changes. This study 
accumulated empirical findings and provided insights for studies focusing on similar research 
notions and issues. Also, these results stimulated ideas for strategic HRD solutions or 
interventions to eliminate possible negative effects on employees during organizational 
restructuring.  
Fourth, the research design of repeated measures is appropriate for tackling the issue of 
organizational change. Previous studies have suggested that this type of sequential survey design 
is suitable for reflecting upon changes in the feelings and perceptions of employees over time, 
even though it is more challenging for data collection (e.g., Bellou, 2007; Jimmieson et al., 2004; 
Weber & Weber, 2001). The sequential findings accurately illustrated the changes of employees’ 
feelings, which helped supervisors and HRD professionals generate management ideas when 
facing employees’ behavioral and attitudinal changes at different stages of organizational 
restructuring. That is, knowledge based on a research design can benefit organizational 
management and leadership.  
Fifth, this study is HRD-focused because it identified important issues and concepts of 
individual development, career development, and organizational development (Chen et al., 
2005). For instance, organizational variables such as perceived organizational support, 
organizational commitment, self-efficacy, role ambiguity, career uncertainty, job satisfaction, 
and job performance that have been emphasized by HRD researchers were included (Jacobs, 
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1990; McLean & McLean, 2001; Swanson & Holton, 2009). Also, this study presented some 
variables particularly emphasized, such as change impact on individual job and work processes--
both of which can be important concerns in workplaces during an organizational change. 
Therefore, the empirical findings of this study can significantly contribute to the relevant 
academic literature on employee expectations and perceptions, organizational restructuring and 
other HRD-related constructs. 
 
Limitations of the Study 
There are some factors that could limit the findings of this study. The limitations of this 
study are as follows:  
1. The results of this study are limited to an organization in Taiwan.  
2. The perceptions and answers of respondents may be influenced by some 
organizational and personal factors. 
3. The questionnaires were translated into Chinese, but the translated version might not 
be entirely equivalent to the original English version. 
4. Some important variables were selected for testing in this study but other possibly 
relevant variables were not included. 
5. The chosen sampling of managers in this study limited the generalizability of its 
findings.        
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Chapter 2 
Review of the Literature 
 
This chapter is organized into six sections. The first section discusses the alignment 
between the field of HRD and organizational change. The second section reviews the literature 
regarding organizational restructuring, providing a context for this study. The third section 
reviews the literature about an individual’s expectations and perceptions about change, which 
provides a rationale for this study. The fourth section reviews the literature about some variables 
related to employees’ perceptions during change. The fifth section reviews the literature of job 
outcomes, specifically focusing on job satisfaction and job performance. In the last section, a 
conceptual framework for the study is presented.       
 
Human Resource Development and Change 
This section consists of two parts. The first discusses the evolution and history of HRD. 
Based on the definitions of HRD, the linkage between HRD and organizational change will be 
illustrated. In addition, from both scholarly and practical perspectives, the second part discusses 
the roles and functions of HRD in managing change. The objective is to present the importance 
of HRD in the context of organizational change. 
Defining the field of human resource development. HRD has been described as an 
interdisciplinary profession that reflects continuous refinements and advances in practice and 
theories (Cummings & Worley, 2005; Dyer Jr., 1999; Jacobs, 1990; Swanson & Holton, 2009). 
Despite differing opinions about the theoretical foundation of HRD, it is widely believed that it is 
influenced by various academic fields, including economics, systems theory, psychology, 
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sociology, adult learning, organizational behavior, and industrial engineering (Jacobs, 1990; 
Swanson & Holton, 2009). In response to globalization, deployment of information technology 
and managerial innovation, HRD derives knowledge from relevant fields of organizational 
development, organizational behavior, human resource management, and 
industrial/organizational psychology (Cummings & Worley, 2005).  
The definition of HRD has changed over time. HRD was first proposed as a term by 
Harbison and Myers (1964), who defined it as the process of increasing knowledge, skills, and 
capabilities of all members of a community (Harbison & Myers, 1964). Along with this 
evolution, the focus of the definition of HRD has been gradually transformed from behavioral 
change (L. Nadler, 1970) to either a focus on performance (Swanson, 1987) or learning 
(Watkins, 1991). In 1970, Nadler defined HRD as a “series of organized activities conducted 
within a specified time and designed to produce behavioral change” (p. 3). Later, Swanson 
(1987) defined HRD as a process of improving an organization’s performance through the 
capabilities of its personnel. In this viewpoint, HRD includes activities dealing with work design, 
aptitude, expertise, and motivation. Watkins (1991) defined HRD as a combination of training, 
career development, and organizational development that offers a theoretical integration 
necessary for envisioning an organization in which learning takes place.  
In same period of time, McLagan (1989) expanded on this concept of HRD by defining it 
as the integrated use of training and development, organization development, and career 
development to improve individual, group, and organizational effectiveness. HRD was not 
defined solely from an individual perspective but from an organizational standpoint. In 2001, 
McLean and McLean addressed all these ideas regarding HRD, including adult learning, 
performance, the three domains of HRD, and learning organization, and they redefined the 
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definition as one in which HRD exists for the benefit of an organization, community, nation, or 
even for the whole of humanity. Since then, HRD has been viewed as a method for dealing with 
organizational issues in a strategic way.  
Before McLean and McLean’s (2001) definition, the two camps, Swanson’s (1987) 
performance-oriented and Watkins’(1991) learning-oriented approaches, have posited very 
different perspectives about the definitions of HRD. During the 2000s, research found that HRD 
had reached a newer stage. For instance, HRD has also gained attention in many other countries 
outside of the U.S., such as Korea and Taiwan. Accordingly, HRD is not only defined from a 
broader perspective but also has been expanded to include the emerging fields of National 
Human Resource Development (NHRD) and International Human Resource Development 
(IHRD).  
Following McLean and McLean’s (2001) definition, other scholars depicted the field of 
HRD from a broader perspective, and much effort has been undertaken to explore the emerging 
field of NHRD (Wang & McLean, 2007). Much less effort, however, has gone into exploring a 
definition of IHRD or cross-national HRD (Wang & McLean, 2007). NHRD is meant to expand 
HRD at the organization level to one encompassing nations. This point of view includes not only 
manpower planning and investment of human capital but also social, educational, cultural, 
health, and safety issues pertaining to a host county. On the other hand, IHRD is broader still, 
striving to define HRD globally and cross-culturally. Due to different levels of maturity of HRD 
in different locations or countries, HRD should be defined according to its locale.  
HRD is a field that has gone through many stages and changes. Some scholars have 
stated that there is still no consensus on the definition or scope of this field (Wang & McLean, 
2007). Wang and McLean (2007) stated that it may be a good thing because such ambiguity may 
17 
be an important characteristic of this new field, and these different viewpoints can help HRD 
continue to develop an emerging consensus. Taking these varied definitions into account, HRD 
is defined here as the process of developing individuals’ and groups’ capabilities for improving 
an organization’s performance and learning through training and development, career 
development and organizational development (Jacobs, 1990). That is, these factors are 
commonly regarded as the fundamental functions and roles of HRD within organizations 
(Swanson & Holton, 2009). 
Role of human resource development in managing change. Organizational 
development (OD), defined as the process of implementing organizational change for the 
purpose of performance improvement, has been an important realm of HRD (Cummings & 
Worley, 2005; Swanson & Holton, 2009). More specifically, OD acts to change an 
organization’s beliefs, attitudes, values, and structure in order to better adapt to new 
technologies, markets, and challenges through a set of strategic interventions or activities 
(Swanson & Holton, 2009). That is, OD emphasizes both macro and micro organizational 
changes and performance, and it also focuses on the well-being of organizational members and 
helps employees adapt to impending organizational change by applying concepts of behavioral 
science (McLagan, 1989). 
HRD professionals play several roles during organizational change since they need to 
function as change agents that focus on changing the values, beliefs, or work norms for 
organizational members (Bernthal et al., 2004; McLagan, 1989; Rothwell, Sanders, & Soper, 
1999). They may become directly involved with carrying out an intervention strategy, or, for 
example, facilitate a meeting with employees who plan and implement an actual process of 
change (Bernthal et al., 2004). Also, they may facilitate change by consulting and advising front-
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line managers on strategies that can be used to produce desired changes (Bernthal et al., 2004). 
Finally, HRD professionals need to understand employees’ individual characteristics and 
feelings in order to help them fit into a restructured workplace (Bernthal et al., 2004).  
Organizational change is becoming a central research topic in the field of HRD because 
dealing with organizational change requires commonly adopted strategies that evolve and add 
complexity to HRD’s functions, boundaries, and roles in all the related areas of individual, 
career, and organizational development (Bernthal et al., 2004; Cummings & Worley, 2005; Dyer 
Jr., 1999; McLagan, 1989; Rothwell et al., 1999). An important and common application for 
HRD professionals is to help new employees transform from outsiders to insiders within 
organizations (Elsey & Leung, 2004; Garavan, Morley, Gunnigle, & McGuire, 2002). Similarly, 
HRD professionals’ important functions and competencies also include helping individuals and 
organizations achieve successful change through HRD interventions (Bernthal et al., 2004; Chen 
et al., 2005; Sanghi, 2007). Hence, more must be known about the relationships among important 
variables related to individuals’ feelings and perceptions prior to and after organizational 
restructuring, for the purpose of providing helpful insights for HRD practice and theoretical 
literature in the field. 
 
Organizational Restructuring 
This section has four parts. The first reviews the literature regarding the nature of 
organizational restructuring, describing why current organizations take advantage of 
organizational restructuring in order to face environmental change. The second part reviews the 
features of various forms of organizational restructuring. The third part discusses the 
organizational restructuring carried out and analyzed in this study based on the knowledge 
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recounted in the second part. The fourth part provides some cases with regard to the 
effectiveness of organizational restructuring, as well as the literature regarding the implications 
of organizational restructuring for employees. 
Nature of organizational restructuring. Accompanying globalization and 
environmental changes, organizational restructuring is one of the most common organizational 
change strategies undertaken by business entities to enhance efficiency and effectiveness or gain 
more marketing niches and resultant profits (Bowman & Singh, 1993). Zajac and Kraatz (1993) 
have concluded that organizational restructuring is a common and predictable response to radical 
changes in a business environment. Furthermore, Bowman and Singh (1993) pointed out that 
organizational restructuring is not only central to organizational effectiveness and 
competiveness, but also provides an area of great interest to scholars in the fields of 
organizational strategy and finance. In general, “organizational restructuring is intended to 
increase the efficiency and effectiveness of management teams through significant changes in 
organizational structure, often accompanied by downsizing” (Bowman & Singh, 1993; Zajac & 
Kraatz, 1993). 
Organizational restructuring can be a double-edged sword. Although the purpose of 
organizational restructuring is to increase organizational effectiveness and performance, previous 
research and case studies have shown that it is not always a panacea for business crises or 
troublesome managerial cases. The ineffectiveness of some cases of restructuring and the 
negative effects of the changes on organizations and employees have been debated and discussed 
(Amburgey et al., 1993; Hannan & Freeman, 1984). Accordingly, it is possible that 
organizational restructuring may be detrimental. It can be dangerous and risky since it destroys 
an organization’s existing practices and routines (Amburgey et al., 1993). Also, it may even act 
20 
to undercut the original organization by ultimately resulting in corporate failure (Hannan & 
Freeman, 1984). 
Different forms of organizational restructuring. Probst (2003) has provided an 
organized and categorized literature review relevant to organizational restructuring. In Probst’s 
study, organizational restructuring is described as a broader term that includes various forms of 
organizational events, such as downsizing, workplace reorganization, and mergers and 
acquisitions (M&As). In addition, these organizational change events can and do occur 
simultaneously. According to Alkhafaji’s (2001) discussion, corporate restructuring comes along 
the lines of takeover through leverage buyouts, management buyouts, or M&As. This section 
explains different forms of organizational restructuring because there are many types of 
organizational change events can be relevant to restructuring,      
Organizational downsizing. “Downsizing refers to the reduction or elimination of one or 
more hierarchical levels from the organization and then transforming the decision-making 
process into a more decentralized form” (Alkhafaji, 2001, p. 150). Due to increasing 
competition, companies not only are seeking strategies for reducing costs and outperforming 
their domestic competitors but also are expanding their operations into the global marketplace. In 
this way, companies have become too large with too many organizational layers, which creates 
excessive cost, severe bureaucratic complications, and inefficiency. Management is forced to 
reform in face of challenges derived from organizational expansion. Thus, organizational 
downsizing has become a prevalent form of restructuring in the recent past, and this trend will 
more than likely continue into the foreseeable future (Alkhafaji, 2001). Furthermore, 
“downsizing is essential for many organizations to survive or to remain competitive in a 
particular industry” (Alkhafaji, 2001, p. 150).  
21 
Mergers and acquisitions. M&As is a combination of two organizations with unique 
histories, practices, benefits, leaders, and resources (Yalabik, 2008). Many corporations 
worldwide have often announced M&As, and they did reports about the financially related 
impact due to M&As. However, little research has focused on organizational employees’ 
perceptions and roles during the merger integration process (Yalabik, 2008). In an actual case of 
organizational acquisition, Marks and Mirvis (1985) reported that negative effects included 
increased sense of uncertainty, loss of personal and organizational identities, and increased 
feelings of conflict among employees. Additionally, employees undergoing M&As often suffer 
from stress caused by conflicts between different organizational cultures (Buono & Bowditch, 
1989), changes in jobs, leadership styles, employee benefits, and well-being (Burke & Nelson, 
1998). Thus, M&As is another common organizational restructuring strategy but it may possibly 
lead to negative effects on employees and organizations. 
Workplace reorganizations. Workplace reorganization can be defined as any major 
change in an organization’s structure for better adaption to its environment (Muchinksy, 2000). 
Workplace reorganization involves the flattening of the organization, resulting in larger spans of 
control, fewer levels of organizational hierarchy, and the potential for job elimination. It is 
reported that the negative results of workplace reorganization are similar to organizational 
downsizing and M&As. For instance, Turnley and Feldman (1999) found that workplace 
reorganization led to severe perceived psychological contract violations. Employees tended to 
have unmet expectations regarding job security, compensation, and opportunities for promotion. 
Workplace reorganization led to a decline in employees’ satisfaction with growth opportunities, 
coworkers, supervision, and overall level of satisfaction (Howard & Frink, 1996). With similar 
negative effects, workplace reorganizations had a negative impact on satisfaction with 
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supervision and job security (Olson & Tetrick, 1988). In addition, workplace reorganization also 
leads to predictable work-family conflicts (Burke & Greenglass, 1999).  
Organizational restructuring in this study. Organizational restructuring encompasses 
many forms of organizational events, including organizational downsizing, M&As, and other 
forms of workforce reorganizations with or without layoffs (Probst, 2003). According to the 
nature and characteristics of this organizational restructuring, organizational restructuring in this 
study may include all forms of organizational restructuring presented, which range from mergers, 
to workforce reorganizations, to downsizing, as discussed.  
First, the primary and the most salient form of this organizational change is a merger of 
two branch units into one. Some employees must move to new workplaces after reorganization; 
also, they may expect to work and communicate with coworkers with whom they have not been 
familiar. In addition, they may need to report to new supervisors, who may have different 
leadership styles. Employees may become a part of different work teams and work with varying 
team members. They may also need to learn new competencies with which to fulfill job 
requirements in relocated workplaces. Thus, people in these two centers need to relocate their 
places of work, meet new people, adapt to new norms, and adjust themselves to fit in with newer 
units.  
Second, a large amount of the workforce and human resources need to be reorganized 
and relocated because of the merger. For example, two accounting units could be merged into 
one, and some jobs would be reorganized and reassigned to different people. Similarly, the 
original work teams also need to merge with others and reorganize tasks, jobs or even work 
processes. Thus, the impact of workforce reorganization on employees can be multi-faceted in 
regard to their individual jobs and work processes.  
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Third, downsizing is also an underlying but primary reason for this organizational 
restructuring. Some job positions would be canceled, replaced, and refilled along with the merger 
of two branches. Employees would obviously have fewer positions for promotion in the near 
future because a merger reduces the hierarchy of an organization. According to this company’s 
HRD, this company has planned to provide some premium retirement packages in order to 
encourage senior employees to retire earlier during this organizational restructuring. It is explicit 
that downsizing is included in this organizational restructuring. 
Overall, the organizational restructuring in this study incorporates an internal merger, 
workforce reorganizations, and downsizing. An additional question for HRD and management is: 
How should a successful organizational restructuring be carried out? To date, there is indeed no 
“best practice” to guarantee the success of an organizational change (Yalabik, 2008) because the 
ideas about the key factors contributing to a successful organizational change are not totally clear 
(Paine & Power, 1984; Stahl & Mendenhall, 2005). Specifically, more studies need to be 
conducted to provide more information and knowledge about the critical factors that might be 
positively or negatively influential to the success of organizational restructuring, which could 
help HRD professionals better determine what services they could provide to benefit employees 
and organizations. 
Effectiveness and implications of organizational restructuring. Many studies have 
suggested that successful organizational restructuring can be effective for the firm, as well as 
improving employee motivation and career loyalty (Robins, 1993; Zajac & Kraatz, 1993). For 
instance, Zajac and  Kraatz (1993) presented a successful case of a restructuring in a higher 
education setting. In response to environmental changes, colleges added new professional degree 
programs and eventually benefited the original organization. Robins (1993) also provided an 
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example of a successful restructuring of an independent film firm to illustrate how an 
organization uses restructuring to respond effectively and efficiently to environmental changes.  
In contrast, some studies have generated meaningful findings that can provide an 
understanding of the potential negative effects of organizational restructuring (Aguilera et al., 
2006; Bellou, 2007; Brockner, Grover, O'Malley, Reed, & Glynn, 1993; Probst, 2003; Reilly et 
al., 1993). For instance, Brockner, et al. (1993) noted that the impact of layoffs, such as 
corporate downsizing, can be negatively associated with employee motivation and even make 
workers worry about future layoffs. It can be concluded that the threat of future layoffs and self-
esteem are two important factors that influence the success of organizational restructuring. 
Moreover, Reilly, et al. (1993) found that external and organizational changes cause managers’ 
career loyalty to change, so firms may need to take care during periods of change if they wish to 
retain their high performers.  
Probst (2003) adopted a special research approach, a Solomon four-group design, to 
examine the important employee outcome variables during organizational restructuring. The 
purpose was to develop theoretical and practical implications for negative effects of 
organizational change on employees. The results suggested that organizational restructuring had 
consistent negative effects on employees’ levels of job security, organizational commitment, 
perceptions of time pressure, psychological well-being, and even turnover intentions—while the 
negative effects of organizational restructuring on job satisfaction, physical health, and 
perceptions of role ambiguity were less consistently related. 
If negative effects can be effectively eliminated, the effectiveness and performance 
sought by an organizational restructuring may still be achieved (Amburgey et al., 1993; Tushman 
& Romanelli, 1985). For example, Armenakis, Bedeian, and Niebuhr (1979) found that a 
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successful organizational change relies on the fit between a planned innovation and employees’ 
perceptions and ideals. A study conducted by Hackett (1991) and colleagues can be another good 
example. The purpose of their study was to investigate if employee expectations of taking 
advantage of new technology at work could have the desired impact on their perceptions and 
behaviors within an organization. An interesting idea from their finings is that the fit of a 
proposed innovation (an impending change) and the expectations of employees may contribute to 
the success of organizational change. 
Lin and Chen (2009) have implied a similar notion—constructs and the measure of 
effectiveness of organizational restructuring in their study. Their study focused on employees’ 
perceived effectiveness of organizational restructuring and the impact it had on employee work 
attitudes. Their study was a small study that only examined the relationships among some 
variables in the merger of two offices of a Taiwanese bank headquarters. These findings 
suggested that employees’ positive perceptions about effectiveness of an organizational 
restructuring had a significantly positive correlation with organizational commitment and job 
satisfaction.  
These findings shed insight toward this study with respect to managers’ perceptions at 
different stages of organizational change. In this study, the company faces an impending 
organizational restructuring that can be viewed as an innovative organizational intervention, 
which can cause many forms of changes in the original workplace. During the organizational 
restructuring process, managers may form expectations before change occurs, and later report 
surprising perceptions about change outcomes and job outcomes afterwards.  
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Employees’ Perceptions during Organizational Restructuring 
This section has two parts. The first discusses the notion of employees’ perceptions 
during organizational change. The second discusses issues about organizational restructuring and 
employees’ perceptions.  
Employees’ perceptions during change. The notion of the occurrence and 
consequences for employee expectations and perceptions have resulted in more discussion 
among studies that have focused on new employees’ adjustment stages when they enter a new 
workplace (e.g., Ashforth, Saks, & Lee, 1998; Kramer, 2010; Lam, Lo, & Chan, 2001; Major et 
al., 1995). Feldman (1976, 1981) first proposed this notion in a three-stage model that described 
how new employees usually transform from outsiders to becoming insiders by going through 
three discrete adjusting stages of a learning process model. This classic model is viewed not only 
as the representative model (Werner & DeSimone, 2006) but it also inspires most of the 
subsequent models about organizational socialization— all of which have three stages for a clear 
illustration of this type of adjustment process (Kramer, 2010; Lin & Chen, 2009; Louis, 1980).  
Feldman’s (1976) model suggests that new employees usually form their expectations 
regarding roles, careers, jobs, and lives prior to entry into an organization. After entry they 
gradually perceive the reality of these factors, a process that often creates a discrepancy between 
anticipatory expectations and actual organizational outcomes. Furthermore, this discrepancy can 
be met, exceeded, or remain unmet. However, in most cases, new employees’ expectations are 
unmet and result in negative effects on newcomers’ work attitudes (Major, Kozlowski, Chao & 
Gardner, 1995b). For instance, the negative effects are significantly associated with employees’ 
psychological states and work attitudes—job satisfaction, organizational commitment, and 
retention (Lam, Lo, et al., 2001; Lam & Zhang, 2003). Therefore, it has been suggested that 
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more attention should be paid to the gap between new employees’ expectations about their 
workplaces and their perceptions after they enter a given company (Kramer, 2010).  
 As addressed, it is common for organizations to alter career planning, career 
management, personnel capacity, and required job competencies during change (Ito & 
Brotheridge, 2001). Because of these changes, uncertainty and ambiguity may exist in 
organizational members’ minds, accompanied by their formation of expectations for their future 
career path and the roles in the restructuring organization (Bordia et al., 2004; Weber & Weber, 
2001). After the change was implemented, employees tended to confirm that their expected 
outcomes matched actual outcomes (Sutton & Kahn, 1986; Weber & Weber, 2001). 
Nevertheless, few studies have addressed and emphasized the topic of employees’ expectations 
and perceptions during organizational change (Aguilera & Dencker, 2004; Aguilera et al., 2006; 
Hackett et al., 1991; Zachary et al., 2003), which leaves a void for the present study, which 
foucuses on investigating employees’ perceptions during a time of organizational change (Weber 
& Weber, 2001).  
Issues related to organizational restructuring. Although organizational restructuring of 
business portfolios, mergers, acquisitions, and financial structures often takes place in a 
corporate environment (Bowman & Singh, 1993; Probst, 2003; Reilly et al., 1993), the change 
impact on organizations and employees is not always positive (Amburgey et al., 1993; Hannan & 
Freeman, 1984). Compared to other fields, the study of organizational restructuring is relatively 
new, and empirical research in the area is still limited (Burke & Nelson, 1998; Kozlowski, Chao, 
Smith, & Hedlund, 1993). Therefore, it is meaningful to explore issues related to organizational 
restructuring based on the summaries and findings of research previously conducted in this area. 
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Based on theories, the following section presents literature about issues that occur in the context 
of organizational restructuring.  
Role ambiguity. According to role theory (Biddle, 1986), a role refers to a set of expected 
behaviors of individuals who hold a given position in a group (Robbins & Judge, 2007). Biddle 
(1986) suggests that role perceptions and role expectations are essential in determining role 
behaviors. More specifically, role perceptions refer to one’s own beliefs regarding how one is 
supposed to behave in a particular context; role expectations are defined as “how others believe 
you should act in a given situation” (Robbins & Judge, 2007, p. 305).  
Today, people are commonly required to wear several hats due to the prescriptions of 
holding many responsibilities within organizations. When role expectations and role perceptions 
are unclear or difficult to define, employees may suffer from “role ambiguity.” That is, role 
ambiguity is likely to occur because role expectations and role perceptions are not clearly 
understood and employees are not sure about what they should do (Robbins & Judge, 2007). 
Role ambiguity also may occur if role expectations in the new organization do not clearly replace 
role expectations from the old regime. For instance, when changing their workplaces from the 
old company to a merged company, employees have tended to feel stressed and uncertain, in 
conjunction with an overall feeling of role ambiguity (Shaw, Fields, Thacker, & Fisher, 1993).    
Jimmieson et al. (2004) indicated that role ambiguity likely would happen to people who 
need to play new roles in a changed workplace due to organizational changes. More specifically, 
during organizational restructuring, employees can experience uncertainty that is derived from 
different facets of a changing work environment; this uncertainty is associated with role stress 
such as role ambiguity or role conflicts. Shaw et al. (1993) also claimed that employees usually 
have manifestations of role stress, such as role ambiguity caused by uncertainty derived from 
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organizational change. Role ambiguity is described as a negative outcome of organizational 
restructuring since employees often have a feeling of uncertainty about their new job status, 
sense of contentment, physical location, and to whom they should report during an 
organizational restructuring (Burke & Nelson, 1998; Kozlowski et al., 1993).  
Moreover, Bauer et al. (2007) reported that newcomers’ adjustment experiences within a 
new company can predict their subsequent work attitudes. Employees who cannot identify or 
clarify their roles may feel dissatisfied with their working lives and therefore have less 
commitment to an organization—meaning they are more likely to leave. Also, role ambiguity has 
proven to be consistently and negatively related to employee performance and job satisfaction 
(Stamper & Johlke, 2003). In a study focusing on the impact of socialization tactics on employee 
work attitudes, role ambiguity was found to play a mediating part in the relationship between 
socialization tactics and work attitudes. Therefore, to help newcomers achieve higher levels of 
job satisfaction, job performance and commitment, organizations should first focus on 
decreasing newcomer uncertainty and improving perceptions of fit (Saks, Uggerslev, & Fassina, 
2007). Similarly, eliminating employee uncertainty due to role ambiguity during organizational 
change would also be important.   
Because it is clear that the importance of role ambiguity for employees during 
organizational change exists, this study will investigate employees’ levels of expected role 
ambiguity prior to organizational restructuring, as well as employees’ perceived role ambiguity 
after restructuring. Further, it will explore how they relate to each other and subsequent 
outcomes. 
Career uncertainty. Uncertainty reduction theory (URT) (Berger & Calabrese, 1975) 
“was originally an interpersonal communication theory, providing a theoretical framework for 
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examining the assimilation process” (Kramer, 2010, p. 10). This theory refers to the uncertainty 
individuals feel when they find something unpredictable, and subsequently they tend to seek 
information to reduce their level of uncertainty. The underlying notion is that uncertainty makes 
people uncomfortable and dissatisfied. It can also explain “both the motives and the resulting 
behaviors individuals use to learn about and adapt to their organizational role during the 
socialization process” (Kramer, p. 13). To apply URT in organizational restructuring, employees 
are supposed to look for information regarding their future roles and careers in their organization 
in order to reduce uncertainty. If they successfully obtain sufficient information that reduces 
uncertainty, they tend to have higher levels of job satisfaction. Otherwise, they tend to feel 
stressed and display other negative attitudes and behaviors (Burke & Nelson, 1998; Kozlowski et 
al., 1993). Specifically, career uncertainty is negatively associated with job satisfaction (Ashford, 
Lee, & Bobko, 1989; Nelson, Cooper, & Jackson, 1995), as well as commitment (Ashford et al., 
1989; Hui & Lee, 2000). 
Organizations often must make various strategic changes such as workplace 
reorganization, job rotations, organizational restructuring, or managerial adjustment in order to 
face the accelerating pace of worldwide competition. However, these changes lead to enormous 
negative impact upon employees, including uncertainty and stress in the workplace (Ashford, 
1988; Callan, 1993; Jimmieson et al., 2004). Jimmieson et al.(2004) has stated that due to 
organizational change, employees not only experience uncertainty in their current or future jobs 
and roles but also must face uncertainty about their career paths, state of financial well-being, 
and potential loss of intangible relationships within their previous work environment. Further, 
based on the conservation of resources theory of stress (Hobfoll, 1989; Hobfoll & Freedy, 1993; 
Kahill, 1988), Lee and Ashforth (1996) have pointed out that uncertainty in one’s working life 
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leads to severe consequences, including job burnout. Subsequently, burnout leads to certain 
negative employee behavioral and attitudinal outcomes, including high turnover intention, 
erosion of organizational commitment, low job satisfaction, and low job involvement (Burke & 
Richardscn, 2001; Kahill, 1988). Overall, uncertainty in one’s working life not only impacts 
employment relationships, but also can impact an employee’s state of health and well-being. The 
issues related to stress that derive from career uncertainties—which include career transitions 
and job insecurity—have gained increasing attention in the literature in this field (Ito & 
Brotheridge, 2001). 
By integrating many scholars’ perspectives regarding uncertainty, this term can be 
redefined as an individual’s inability to predict what he or she wants to know in an accurate 
manner due to lack of information or to ambiguous or contradictory information (Bordia et al., 
2004). In a similar manner, uncertainty is described as a sense of doubt about future or about 
causes and effects (DiFonzo & Bordia, 1998). Both of these definitions and descriptions are 
broad and are applicable in organizational change settings. In most cases, employees definitely 
experience uncertainty during organizational restructuring because organizations often provide 
information about the date of change in advance in an effort to avoid possible personnel 
problems resulting from such planned change. Accordingly, this uncertainty is made real and 
thereby creates anxiety for employees, who worry that no one can guarantee that the results of 
organizational changes for them will be positive. Employees who experience organizational 
restructuring feel uncertainty about their merging organizations, reorganized workplaces, and the 
impact of organizational change on their work units, career and respective roles (Bordia et al., 
2004; DiFonzo & Bordia, 1998).    
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Uncertainty is a frequently cited psychological state that happens to employees as a result 
of organizational change (Ashford, 1988; Callan, 1993; Jimmieson et al., 2004). It is reasonable 
because often the only notice of change that employees receive is the date the change will occur 
(Marks & Mirvis, 1985). In a merger, employees usually lack sufficient information and 
direction to act appropriately in response to change. Additionally, organizational change usually 
alters career planning and management, changes personnel capacity, and calls for different job 
competencies within organizations (Ito & Brotheridge, 2001). Thus, it is common for employees 
to feel uncertainty about changed procedures; consequently, they suffer from the impact of such 
change, which eventually leads to various negative change outcomes (Hui & Lee, 2000; 
Jimmieson et al., 2004). Career uncertainty has been described as a significant source of stress 
for employees during organizational restructuring because career uncertainty is related to many 
facets of an employee’s career, such as career transition, planning and management; job 
insecurity; role conflict and ambiguity; and overload (Jimmieson et al., 2004). The topic of 
career uncertainty is becoming more salient, given the widespread existence of organizational 
change (Brockner et al., 1993). Research into methods of reducing career uncertainty should be 
more prevalent in the field of HRD.   
The importance of career uncertainty for employees during organizational change is 
explicit, so this study will focus in particular on managers’ expected levels of career uncertainty 
before and after restructuring. This study also will explore how these factors relate to one 
another, and will consider various subsequent outcomes. 
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Variables Related to Employees’ Perceptions during Change 
After reviewing the literature about the two key issues impacting employees during 
organizational change, more variables need to be discussed. According to the findings in 
previous studies, these variables may impact employees’ expectations and perceptions about 
change during organizational restructuring.  
Perceived organizational support. It is widely recognized that employee commitment 
and loyalty have been valued by employers (Rhoades & Eisenberger, 2002). Commitment is a 
mechanism that operates mutually within an employer-employment relationship. Employees also 
want to feel a commitment from organizations. According to Rhoades and Eisenberger (2002), 
commitment from an organization refers to a situation in which employees are valued by an 
organization—a circumstance that results in many benefits for employees. Commitment and 
benefits from an organization may include approval and respect, pay and promotion, and 
accessibility to aid, when required. That is, employees who obtain support or who have 
perceived organizational support are the ones who can receive assistance from all kinds of 
resources within an organization. Supposedly, in return, the employees who have perceived 
support from their organizations may show higher commitment and loyalty to their organizations 
(Gouldner, 1960).  
Social exchange theorists have elaborated this mechanism by stating that employees and 
employers tend to apply a reciprocal norm to their relationship: When one party treats the other 
well, the other party will show favorable behavior in return (Mowday et al., 1982; Organ & 
Konovsky, 1989; Steers, 1977). This mechanism suggests that employees will provide positive 
feedback to their organization as long as they feel that their company provides favorable 
treatment to them in return. Additionally, organizational support theory notes that employees 
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tend to use a global belief about how an organization values their contributions, and how much 
the organization cares about their well-being to determine the possibility of whether the 
organization would reward increased effort on their part (Eisenberger, Huntington, Huntington, 
& Sowa, 1986). Overall, these theories are supportive of the notion that commitment is a mutual 
mechanism in the employer-employment relationship.  
Perceived organizational support was defined as “the degree to which employees believe 
that their organization values their contributions and cares about their well-being” (Rhoades & 
Eisenberger, 2002). Accordingly, perceived organizational support is the psychological feeling 
of having available aids from an organization when required. Rhoades and Eisenberger (2002) 
described three major categories of perceived favorable treatment received from organization 
that can contribute to perceived organizational support. These three forms are fairness, 
supervisor support, and organizational rewards and job conditions. Through these three 
important organizational domains, employees perceive support or help from an organization.  
Fairness is related to procedural justice within an organization, which can be the means 
used to determine the distribution of resources among employees (Greenberg, 1990). Employees’ 
receipt of favorable treatment from supervisors should play an important role in perceived 
organizational support because supervisors or managers usually act as organizational agents 
(Rhoades & Eisenberger, 2002). Furthermore, employees understand that supervisors’ actions 
are usually associated with the decisions of the organization, organizational support is usually 
used interchangeably with supervisor support (Rhoades, Eisenberger, & Armeli, 2001; Shore & 
Tetrick, 1991). A variety of rewards and job conditions have also been studied in relation to 
perceived organizational support; for example, recognition, pay, promotions, job security, 
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autonomy, role stressors, and training. These three forms of organizational support can be the 
antecedents of perceived organizational support (Rhoades & Eisenberger, 2002). 
The outcomes of perceived organizational support can be associated with positive work-
related outcomes, perceptions of well-being, and positive employee attitudes with respect to job 
satisfaction, affective commitment, and performance (Rhoades & Eisenberger, 2002). Rhoades 
and Eisenberger (2002) found that perceived organizational support is positively associated with 
organizational cost reduction and productivity. Perceived organizational support creates a felt 
obligation for employees to care about the organization’s welfare (Eisenberger, Armeli, 
Rexwinkel, Lynch, & Rhoades, 2001). In addition, this obligation may increase the level of 
affective commitment and reduce feelings of entrapment that occur when employees are forced 
to stay with an organization (Shore & Tetrick, 1991).  
In contrast, low perceived organizational support can be related to negative outcomes. 
For instance, low perceived organizational support was significantly associated with greater 
distress among nurses (Bratt, Broome, Kelber, & Lostocco, 2000). Jones-Johnson and Johnson 
(1992) found that perceived organizational support is negatively associated with subjective 
underemployment (individuals’ perception of their inability to perform certain tasks, combined 
with the lack of opportunity to develop skills and talents) and psychosocial stress. Babin and 
Boles (1998) found that perceived managerial support has a significant negative relationship with 
role conflict and role ambiguity, but has a direct positive relationship with job satisfaction. 
Individuals with low levels of managerial support have higher stress outcome levels than those 
with higher levels of support (Cohen & Wills, 1985).  
Sawang (2010) stated that scholars have examined the role of perceived organizational 
support and its relationship to other variables, but they have not reached a consensus about their 
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findings. To investigate the role of managerial support with respect to stress as a single model, as 
having either a moderating or a mediating role, Sawang focused on examining the role of 
perceived organizational support in job satisfaction and psychological strain. Sawang’s findings 
suggested that a perceived organizational support-mediated relationship between role stressors, 
job satisfaction and psychological strain has also been supported by some previous relevant 
studies (Cropanzano, Howes, Grandey, & Toth, 1997; Sheffield, Dobbie, & Carroll, 1994). So, 
when employees perceive additional perceived organizational support, they will believe that the 
organization places a greater value on their contributions and well-being (Hutchison, 1997).  
Perceived organizational support represents an individual’s feelings of support and help 
from organizations “when it is needed to carry out one’s job effectively and to deal with stressful 
situations” (Rhoades & Eisenberger, 2002, p. 698). In this study, perceived organizational 
support can be an important individual factor that impacts employee expectations and 
perceptions during the stressful and uncertain restructuring period. 
Self-efficacy. Self–efficacy, a key element in Bandura’s (1977) theory of social learning, 
is defined as an individual’s belief in his or her capabilities to organize and execute courses of 
action required to achieve expected performance (Jimmieson et al., 2004). That is, “self-efficacy 
is concerned not with the skills one has but with the judgments of what one can do with whatever 
skills one possesses” (Bandura, 1986, p. 391). To describe and use the variable of self-efficacy in 
the context of organizational change, Jimmieson et al. (2004) noted that self-efficacy should be 
defined specifically as an employee’s belief in his or her ability to function well in a company in 
a changing work environment. Their definition as well as the work of scholars such as Ashford 
(1988) and Wanberg and Banas (2000) provides a rationale for the adoption of self-efficacy as a 
variable here.     
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The concept of self-efficacy has been widely used in the academic areas of human 
resource management and organizational behavior (Maurer & Pierce, 1998). However, the 
measure of self-efficacy is still debated. The controversy about the measure of self-efficacy is 
related to Bandura’s (1986) recommendation for assessing this subject. According to Bandura 
(1977), there are three domains of self-efficacy: magnitude, strength, and generality. Magnitude 
refers to the level at which an individual believes he or she can perform. Strength refers to an 
individual’s confidence about what he or she can perform at a given level. Generality represents 
the extent to which self-efficacy in one situation can be extrapolated to other situations.  
Bandura (1986) recommended that the best way to measure self-efficacy is to include an 
assessment of all of three domains for more detailed information about this construct. Although 
this approach has been recommended, scholars are not interested in the extension of self-
efficacy, which lies within the domain of generality (Maurer & Pierce, 1998). The traditional and 
typical measures of self-efficacy only include magnitude and strength. To identify a better way 
to measure self-efficacy, Maurer and Pierce (1998) conducted a study to compare the Likert-
scale measures of self-efficacy and the traditional assessment; they concluded that the two 
methods provide similar data.  
Jones’s (1986) research, which focused on socialization tactics, self-efficacy, and new 
employees’ adjustment, found that self-efficacy moderated the relationships between new 
employees’ socialization tactics and their learning of socialization techniques. Self-efficacy 
refers to an individual’s successful mastery of organizational roles and requirements in his study, 
which might imply that self-efficacy can be an important individual factor when considering 
employees’ change expectations, perceptions about change outcomes and job outcomes during 
restructuring. That is, employees with high self-efficacy may have greater confidence with which 
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to clarify their role, decrease feelings of uncertainty, and to overcome obstacles and difficulties 
in order to achieve expected performance within a changing environment (Jones, 1986).  
Prior research has tested self-efficacy as a direct, moderating, or mediating variable 
(Gruman, Saks, & Zweig, 2006). For example, self-efficacy was associated with new employees’ 
socialization outcomes (Ashforth & Saks, 1996; Gruman et al., 2006; Morrison, 1993a, 1993b; 
Saks, 1995). In addition, self-efficacy has been found to be positively related to new employees’ 
ability to cope, their job satisfaction, organizational and career commitment, and job 
performance, and, is negatively related to anxiety, intention to quit, and turnover (Bauer & 
Green, 1994; Laker & Steffy, 1995; Saks, 1995; Tannenbaum, Mathieu, Salas, & Cannon-
Bowers, 1991).  
Saks and Ashforth (1997a) stated that self-efficacy is one of the moderating variables 
commonly used in research. For example, Bandura (1977) suggested that individuals with low 
levels of self-efficacy tend to focus more on their feelings of incompetence, which makes them 
fail to deal with challenges when facing organizational change. Jones (1986) found that self-
efficacy moderates the relationships between socialization tactics and new employees’ levels of 
adjustment and learning. Saks (1994) found that self-efficacy moderates the relationship between 
training methods and employees’ attendant levels of anxiety. Formal orientation and training are 
related to lower anxiety for newcomers who have low technical self-efficacy. However, tutorial 
training was related to higher levels of anxiety for newcomers who exhibited low academic self-
efficacy. Thus, Saks (1994) concluded that the relationship between training and anxiety did not 
vary based on training and adjustment, and self-efficacy had a moderating effect. Major and 
Kozlowski (1997) found that self-efficacy moderates the relationship between task 
interdependence and insider accessibility to the frequency of newcomers’ proactive behaviors. In 
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short, these previous studies have provided a rationale to test whether self-efficacy is an 
important individual factor when individuals face organizational changes. 
Organizational commitment. Organizational commitment is defined as an affective 
attachment to an organization, which is characterized by shared values, a desire to remain in the 
organization, and a willingness to exert effort on its behalf (Mowday, Steers, & Porter, 1979). As 
mentioned, Rhoades and Eisenberger (2002) noted that a mutual commitment between 
employers and employees commonly has been valued by employers. From the managerial 
perspective, it is understandable why employers value organizational commitment since a 
committed relationship can save many visible and invisible organizational operative cost such as 
recruiting costs and training expense. One can argue that organizational commitment is not only 
an organizational behavioral variable in academia but also a concern in managerial practice. 
Thus, employers like to recruit employees with a high level of organizational commitment since 
employees tend to display heightened performance, reduced absenteeism, and low intention to 
quit (Mathieu & Zajac, 1990; J. P. Meyer & Allen, 1997; Mowday et al., 1982).  
Organizational commitment has been studied in relation to various forms of 
organizational restructuring contexts, such as M&As, downsizing, and workplace 
reorganizations. Organizational commitment is important for the area of organizational behavior 
since it has been a critical construct and has therefore been studied extensively (Taormina, 1999). 
Organizational commitment was defined as “a psychological link between the employee and his 
or her organization that makes it less likely that the employee will voluntarily leave the 
organization” (Allen & Meyer, 1996, p. 252). In other words, organizational commitment marks 
the identification of an employee with the organization and a willingness to take action on its 
behalf (Mowday et al., 1979).  
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Allen and Meyer (1990, 1996) identified three aspects of employee commitment: 
affective, continuance, and normative in order to illustrate the concept. More specifically, 
affective commitment reflects the fact that employees feel emotionally attached to their 
organizations and stay because they want to do so. Continuance commitment refers to a situation 
in which the costs of leaving an organization seem unbearable to employees, so they stay 
because they must. Normative commitment is the assurance that employees will stay with their 
organizations because there is an understood obligation to do so. Allen and Meyer’s (1996) 
detailed search of various studies measuring organizational commitment revealed that the 
relationship between intention to quit and affective, continuance and  normative commitment is 
negative, but is significant to a lesser degree in relation to each organizational commitment 
component, respectively. 
Because of the managerial culture of the company in this study, it is not sudden news for 
employees that a planned change is going to occur, but it is rather that feelings of uncertainty and 
insecurity are derived from the various forms of organizational restructuring including a merger, 
downsizing, or workplace reorganization that would impact all employees. As noted, 
organizational commitment is important in employment relationships in that it is negatively 
associated with organizational change events as well as employees’ work attitudes and 
behaviors. The literature has already pointed out that organizational change can impact 
organizational commitment. For example, Mowday et al. (1979) defined organizational 
commitment as “the relative strength of an individual’s identification with and involvement in a 
particular organization” (p. 226). When an organization undergoes an restructuring, it is likely 
that the psychological contract (Rousseau, 1995) held between the employer and employee will 
be violated. Organizational commitment is significantly and consistently negatively affected by 
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workplace restructuring (Probst, 2003), and it is negatively associated with employee behaviors, 
such as the intention to quit (Allen & Meyer, 1996). In addition, Turnley and Feldman (1999) 
noted that whenever an employee perceives a discrepancy between what he or she expects from 
an organization and what was actually received, negative consequences in organizational 
commitment and loyalty can be anticipated. All of these findings suggested that organizational 
commitment might be an individual factor that may impact an individual’s expectations and 
perceptions.  
In an effort to measure the organizational commitment construct, Mowday et al. (1979) 
developed the most popular instrument for measuring organizational commitment, the 
Organizational Commitment Questionnaire (OCQ). This questionnaire uses a 7-point Likert 
scale to score 15 items. For their investigation, the researchers proposed that committed 
organization members should (a) be willing to accept organizational values and goals as their 
own, (b) be willing to exert effort to accomplish organizational goals, and (c) possess the desire 
to continue their membership with the organization. Utilizing a sample (N=2563) from nine 
different organizations (i.e., public service education, healthcare, and various business/commerce 
groups), the researchers established the predictive, convergent, and discriminant validities of the 
measure.  
Change impact. Another concern for employees during organizational change might be 
about the extent of the impact of change, the status of their own jobs and potential negative 
effects on their colleagues (Lau & Woodman, 1995; Rafferty & Griffin, 2006). This concern is 
reasonable and applicable to managers who undergo this organizational restructuring since 
managers might need to relocate their workplaces, change their jobs, and work with other teams 
due to a change. Rafferty and Griffin (2006) noted that only few studies have focused on the 
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characteristics of change events and how they influence employees’ attitudes. In their study, 
Rafferty and Griffin (2006) proposed a new definition of the impact of change which refers to an 
individual’s perception about the extent to which change as involved modifications to core 
systems of an organization.  
To better describe the impact of change in this study, especially on an individual’s job 
and work relationships during organizational change, change impact is newly developed here. 
First, change impact is defined as the extent to which a change has affected the work that each 
respondent performs and the process of which the work is a part. More specifically, the construct 
of change impact is divided into two aspects: change impact on an individual job and change 
impact on work processes. Change impact on an individual job refers to an individual’s 
perceptions of the extent to which a change has affected their individual work during 
organizational restructuring. Another sub-construct, change impact on work processes, refers to 
managers’ perceptions of the extent to which a change has affected the process that their own 
work is part of during organizational restructuring. For each sub-construct, change impact on 
individual job and change impact on work processes, four items have been newly developed to 
test.  
 
Job Satisfaction 
This section has two parts. The first part reviews the literature regarding the nature of job 
satisfaction. It asserts that job satisfaction has been used as an important indicator of employees’ 
job attitude in previous studies. Also, it reviews the literature about the association between job 
satisfaction and other variables. The second part discusses the literature regarding job 
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satisfaction and job performance. Both of these two variables were examined as important job 
outcomes in this study.  
Nature of job satisfaction. Brief (1998) defined job satisfaction as “an internal state that 
is expressed by affectively and cognitively evaluating an experienced job with some degree of 
favor or disfavor” (p. 86). More specifically, job satisfaction refers to an individual’s positive 
reactions and feelings about his or her job characteristics and environment in workplaces 
(Robbins & Judge, 2007; Vroom, 1964; Williams & Hazer, 1986). In literature, job satisfaction 
was an important indicator of employee work attitudes (Babin & Boles, 1998; Howard & Frink, 
1996; Judge, Scott, & Ilies, 2006; Patrick & Spence Laschinger, 2006; Probst, 1999, 2003; 
Whitman et al., 2010). For instance, Howard and Frink (1996) used job satisfaction to measure 
employees’ work-related levels of satisfaction, and they found that general job satisfaction was 
positively associated with employees’ satisfaction about their lives (Howard & Frink).  
In Judge, Scott ,and Ilies’ (2006) study, job satisfaction refers to “job attitudes,” which 
was described as a specific application of social attitudes among employees in workplaces. Their 
findings suggested that job satisfaction was correlated with many social variables in workplaces. 
Furthermore, job satisfaction was to be inferred from an individual’s placement of the attitude 
object (i.e., the job) along with an individual’s evaluation and adjustment (Whitman et al., 2010). 
In general, they found that unit-level job satisfaction was significantly correlated with unit-level 
job performance (Whitman et al., 2010). Babin and Boles (1998) concluded that perceived 
managerial support has a significant negative relationship with role conflict and role ambiguity, 
but has a direct positive relationship with job satisfaction. 
Probst (2003) used the terms “job attitude” and “job satisfaction” interchangeably to 
examine the relationships between many antecedents and outcomes in the context of 
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organizational restructuring. Her study provided interesting findings and inspired the use of job 
satisfaction as a variable in this study. Her findings suggested that an organizational restructuring 
has consistent negative effects on employees in many ways, such as levels of job security, 
organizational commitment, perceptions of time pressure, psychological well-being and turnover 
intentions. Nevertheless, effects on job satisfaction, physical health, and perceptions of role 
ambiguity were not that significant. In a study focusing on middle nurse managers’ role 
satisfaction, Patrick and Laschinger (2006) found that structural empowerment was positively 
associated with middle nurse managers’ perceived organizational support, and the combination 
of empowerment and perceived organizational support was significantly correlated with their 
role satisfaction. 
Moreover, it is common for studies to use job satisfaction as an affective outcome (e.g., 
Allen & Meyer, 1990; Bauer et al., 2007; Howard & Frink, 1996; Jones, 1986; Lam, Zhang, & 
Baum, 2001; Lin & Chen, 2009; Lo & Lam, 2002; Yang, 2008). Many studies have found that 
new employees’ socialization is positively associated with their job satisfaction and 
organizational commitment, meaning that job satisfaction is an important consequence (Allen & 
Meyer, 1990; Baker, 1992; Baker & Feldman, 1990; Bauer et al., 2007; Jones, 1986; Yang, 
2008). Bauer et al. (2007) found that employee commitment and job satisfaction are the two 
most important outcomes with regard to newcomer adjustment. A study by Lam et al. (2001) 
focused on examining the relationships between demographic variables and job satisfaction and 
showed that employee adjustment can increase job satisfaction. In Tubre et al.’s (2000) meta-
analysis reviews, a general conclusion has been drawn from previous studies such as one 
conducted by Abramis (1994). Tubre et al. pointed out that role ambiguity and role conflict are 
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negatively associated with job satisfaction. However, role ambiguity and job performance have 
only a weak negative relationship.   
The relationships between job satisfaction and other variables also have been widely 
discussed and examined. In a review of literature about the factors contributing to role stress, 
lower levels of job satisfaction occurred due to many aspects of role stress taking place—such as 
role ambiguity, role insufficiency, role overload, role conflict, and role responsibility (Patrick & 
Spence Laschinger, 2006). Lo and Lam (2002) and Yang (2008) found that there is a significant 
correlation between job satisfaction and employee commitment. In addition, mentorship and job 
satisfaction can predict employee commitment (Lam, Lo, et al., 2001; Vandenberg & Lance, 
1992), while training can predict employee turnover intention (Lam, Lo, et al., 2001). Presently, 
it is believed that job satisfaction is an important indicator of attitude because attitude is 
associated with many important psychological functions, which include helping an individual’s 
knowledge and schema formation, or, offering adjustment strategies for problem-solving (Lent & 
Brown, 2006). In brief, attitude influences the way people process information and react to the 
world.  
Some scholars have proposed that job satisfaction will change over time. To emphasize 
the time effect, Boswell, Shipp, Payne, and Culbertson (2009) measured job satisfaction with 
employees’ present jobs at their 3-month, 6-month, and 1-year dates of employment. It has not 
been found that there were negative time—dependent effects of organizational restructuring 
upon job satisfaction in a longitudinal research design. However, it is significant that employees 
who were affected by organizational restructuring have lower levels of job satisfaction than those 
who were not affected by organizational restructuring. Due to the importance of job satisfaction 
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in previous scholarly studies, and its effect on other employee feelings and behaviors, job 
satisfaction has been used as an outcome variable in this research design. 
Job satisfaction and job performance. According to Viswesvaran (1996), job 
performance refers to the quantity or volume of work produced. Job performance is an 
individual’s rating of his or her own job performance compared to his or her coworkers with 
similar jobs or salary levels. Simply put, job performance is about productivity (Judge, Thoresen, 
Bono, & Patton, 2001).    
Job performance is one of the critical criteria used to examine the outcomes of antecedent 
variables or organizational events in practice. Job performance is also used as an outcome 
variable in research studies (e.g., Judge et al., 2001; Parker & Kulik, 1995; Rhoades & 
Eisenberger, 2002; Sawang, 2010; Tubre & Collins, 2000). For example, in Judge et al.’s (2001) 
literature review of the relationship between job satisfaction and job performance, many research 
models also showed job performance as an outcome variable. In addition, in a study considering 
job stress, burnout, absenteeism and job performance, higher burnout levels were found to be 
significantly associated with both self-rated and supervisor-rated poorer job performance (Parker 
& Kulik, 1995). Parker and Kulik’s study suggests that employees’ job stress should be carefully 
dealt with in order to avoid impacting their performance, and it emphasizes the importance of job 
performance.  
Tubre et al. (2000) found there is a negative relationship between role ambiguity and job 
performance, which implies that individuals’ job performance can be affected negatively by 
uncertain and ambiguous environment such as organizational change. In contrast, the same study 
found that role conflict and job performance have only a negligible relationship. Their study also 
focused on job performance and explicitly viewed job performance as a critical outcome 
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variable. Rhoades and Eisenberger (2002) have found that perceived organizational support was 
associated with positive work-related outcomes and perceptions of well-being as well as positive 
employee attitudes with respect to job satisfaction, affective commitment, and job performance 
(Rhoades & Eisenberger, 2002).  
Job satisfaction refers to employees’ work attitudes in their workplaces and job 
performance refers to productivity, according to Judge et al. (2001) review of literature. The 
interest in the link between work attitudes and productivity can be traced back to the Hawthorne 
studies in 1939 (Judge et al., 2001). Since the 1930s, the topic of link between these two 
variables has merited much attention and discussion (Judge et al., 2001; Stamper & Johlke, 2003; 
Whitman et al., 2010). For instance, Judge et al. (2001) found a moderating relation between 
overall job satisfaction and overall job performance. Whiteman et al. (2010) found that unit-level 
job satisfaction was significantly correlated with unit-level job performance. Stamper and Johlke 
(2003) have found that role ambiguity and role conflict were negatively related to employees’ 
job satisfaction and job performance. In brief, employees’ work attitude can be related to their 
job performance, and both job satisfaction and job performance are important variables merit 
more attention.  
 
Conceptual Framework of the Study 
This section includes the synthesis of relevant knowledge in this chapter and the 
conceptual framework of this study. The conceptual framework is presented in Figure 1. In this 
literature review, the first section reviews the literature related to HRD and change, which not 
only defines the field of HRD but also illustrates the position and roles of HRD in managing 
organizational change. The second section reviews the literature about organizational 
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restructuring, which clearly explains the nature and forms of organizational restructuring, defines 
the organizational restructuring in this study, and raises issues related to organizational 
restructuring. In brief, both of the first two sections provide a description of the position of this 
study in the field of HRD.  The third section discusses the literature about employees’ 
perceptions during organizational change. Issues and variables related to employees who 
undergo organizational change have been explained.  The fourth section reviews the literature 
about the variables related to employees’ perceptions during change.  Last, job outcomes can be 
the most critical result of organizational restructuring from the perspectives of organizations and 
employees. Moreover, regarding job outcomes, job satisfaction and job performance are two 
important variables in relevant studies (Judge et al., 2006; Whitman et al., 2010).Thus, the final 
section of this chapter focuses on reviewing literature regarding nature of job satisfaction as well 
as the relationship between job satisfaction and job performance. 
Based on the conceptual framework, the first research question attempts to clarify the 
relationships and differences between managers’ expectations of an impending change and their 
perceptions about change outcomes. Furthermore, the second research question is to investigate 
whether managers’ individual factors affect the relationship between their expectations of 
impending change and their perceptions about change outcomes. The third research question is to 
examine whether change impact affects the relationship between managers’ perceptions about an 
impending change and their perceptions about change outcomes. The main idea of change impact 
is to determine the extent to which a change has affected work that each respondent performs and 
the process that the work is part of. Thus, as shown in this study, change impact affects both 
individual job and work processes. The fourth research question focuses on the relationships 
among all constructs in this study. Therefore, the research question is, “Do managers’ 
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expectations about impending change, perceptions about change outcomes, individual factors 
and change impact relate to their job outcomes?” Last but not least, in order to better understand 
what managers have learned from their experience with this organizational restructuring, the 
managers at different position levels were interviewed to share their experience and knowledge 
during this organizational change.  
 
 
 
 
                                
 
 
 
 
 
 
 
Figure 1. Conceptual Framework of this Study 
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Chapter 3 
Methodology 
 
This chapter consists of six sections. The first section explains the type of research used 
in this study. The second section explains the research setting in which this study was conducted. 
The third section explains how the participants were selected. The fourth section explains the 
instruments that were used and includes operationalization of variables. The fifth section 
explains validity and reliability of instrument. The last section explains the data collection and 
data analysis. 
 
Research Type 
A correlational research design was used to describe the phenomena happened to 
managers’ feelings and perceptions during organizational restructuring in a telecommunications 
company in Taiwan. The researcher collected quantitative data in order to identify the 
correlational relationships among managers’ feelings and perceptions during organizational 
restructuring. The purpose of a correlational design is to examine whether or not relationships 
exist or how strong the relationships among two or more variables (Ary, Jacobs, & Razavieh, 
2002), which is appropriate for answering the first four research questions. The researcher also 
collected qualitative data by conducting interview for answering the last research question. The 
purpose of the qualitative data is to understand what managers have learned from their work 
experience during this organizational restructuring in this company.  
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Research Setting 
The research setting was a telecommunications company in Taiwan. Starting in 1996, as 
telecommunications underwent several years of liberalization and globalization, this large and 
government-owned telecommunications company has made many changes to transform its 
organizational structure and operations. This company initially became a government-owned 
cooperation during the transition period. After an 11-year-long organizational change, this 
telecommunications company became a privatized company in August 2005. In April 2013, this 
company still had the biggest market share of the Taiwanese telecommunications industry.  
Reflecting on the evolution and history of the telecommunications industry, more 
information and issues should be discussed and noted. The telecommunications industry has 
faced much competition because of many changing external environment factors, such as 
globalization and the development of information technology. In response, telecommunications 
companies often implemented organizational change strategies and interventions in order to gain 
more market share and remain competitive in the business market. Ashford (1988) noted that the 
continuous and influential strategic planned change carried out by American Telephone and 
Telegraph (AT&T) was a good example; it has been described as “one of the most significant 
planned organizational changes of the twentieth century” (D. A. Nadler, 1982, p. 37).  
Correspondingly, the Taiwanese telecommunications firm has faced this type of severe 
competition, and accordingly, has continued to carry out different forms of changes. It is the 
largest telecommunications company in the history of Taiwan; the company plays a leading role 
in the telecommunications industry in that nation, in a way that is similar to AT&T in the U.S. 
Two branch units of this company provided the research settings for this study.  
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Two branches of this company underwent an organizational restructuring in January 2011 
in response to the merging of two political districts, as part of the national government’s policy. 
Of the two branches of this company, one had 1200 employees, and the smaller had 300 
employees. The merger made the Taichung company a relatively larger branch in Taiwan. Many 
employees changed their offices, work teams, or primary work duties due to this organizational 
change.   
 
Respondent Selection 
This study consisted of two phases of data collection and respondent selection. The first 
phase of respondent selection was for the surveys. The second was for interview. The surveys 
had four steps in order to locate the proposed participants—the managers—from the two 
restructured branches. First, the researcher contacted one of their HR managers by phone and 
email in order to explain the research purpose, the research design, and their assistance. A brief 
research proposal was provided as a reference. Second, after receiving this company’s 
permission, an email list of all the managers in these two branches was required. The 
confidentiality of the personnel information in the email list was confirmed and protected 
carefully by the researcher. Third, all managers were first contacted and informed through a 
recruitment email (Appendix A) which describes the research purpose and procedures. If some of 
them were not interested in participating in this research, they were not included in this study. 
Fourth, the final participant lists were decided based on managers’ positive responses. The 
surveys were distributed to the selected participants. 
In terms of interview, the researcher invited 15 managers at different position levels to 
share their personal experiences and opinions about this organizational restructuring. According 
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to the hierarchical levels in this company, these 15 managers primarily were divided into three 
levels: high level managers, middle level managers, and low level managers. During this 
organizational restructuring, they had their own views and experiences. Therefore, it could be 
meaningful to recruit an equal number of these managers from each position level to share their 
views. There were two steps to select interviewed participants. First, the researcher contacted 
their HR manager again and explained the purpose of this phase of data collection. In order to 
find out volunteer participants who were more willing to share their views and thoughts, a 
recruitment email (Appendix G and H) which describes the research purpose and procedures was 
prepared. Second, the researcher contacted the possible participants according to a name list 
organized by their HR manager, and the final participant lists were decided.  
 
Instrumentation 
Some items on the surveys were developed from measures drawn from the research 
literature, while some of items were designed in this study. A 7-point response format (strongly 
disagree to strongly agree or strongly dissatisfied to strongly satisfied) was used for all measures 
in this study. Two surveys were distributed to all participants. The first survey had two 
constructs—individual factors and expectations of the impending change and six variables, 
including perceived organizational support, self-efficacy, organizational commitment, expected 
effectiveness of organizational restructuring, expected role ambiguity and expected career 
uncertainty. The first survey had a total of 48 items (Appendix C). The second survey included 
three constructs—perceptions of change outcomes, job outcomes, and change impact. The three 
constructs consisted of seven variables, which included effectiveness of organizational 
restructuring, role ambiguity, career uncertainty, job satisfaction, job performance, change 
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impact on individual job, and change impact on work processes. This survey had a total of 32 
items (Appendix E).  
 
Operational Definitions of Variables 
This research investigated 5 constructs and 13 variables, which were operationalized as 
follows.  
Individual factors. This construct was defined as managers’ perceptions about the 
support they receive from the organization, their general beliefs about themselves, and their 
loyalty toward the organization. This construct includes the following three variables: perceived 
organizational support, self-efficacy, and organizational commitment (Table 1). 
Perceived organizational support (POS). This variable refers to how managers judge or 
evaluate the support of the organization and includes discretionary actions the organization might 
take in situations that would harm or benefit employee (Coyle-Shapiro & Kessler, 2000). Coyle-
Shapiro and Kessler’s (2000) measure was used to assess employees’ perceived organizational 
support during organizational restructuring. The measure incorporates eight items taken from a 
36-item scale originally developed by Eisenberger et al. (1986). There are two reasons for using 
this measure in this study. First, the purpose of using the factor of perceived organizational 
support is similar to Coyle-Shapiro and Kessler’s idea. Two main components of perceived 
organizational support were accessed in their study and also worked for this study—that is, how 
managers judge or evaluate the support of the organization, and, discretionary actions the 
organization might take in situations that would harm or benefit them. Second, one must consider 
the total items this study had. Thus, eight items were a better choice for this study. Coyle-
Shapiro and Kessler’s Cronbach’s alpha was .95.   
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Self-efficacy. This variable refers to managers’ perspectives of their successful mastery 
of organizational role and requirements, as found in Jones’s (1986) research. Bandura (1977) 
proposed that self-efficacy was measured  in terms of people’s expectations of how “they can 
successfully execute the behavior required to produce the outcome” (p. 192). The items 
measuring self-efficacy in this study were adopted from Jones’ (1986) measure. There were a 
total of eight items. Cronbach’s alpha was .71.  
Organizational commitment. This variable refers to “a state in which an employee 
identifies with a particular organization and its goals and wishes to maintain membership in the 
organization” (Robbins & Judge, 2007, p. 80). This variable was measured using 15 items 
originally devised in Richard, Richard, and Porter’s (1979) measure. Their scale was designed to 
assess one’s attitude and feelings toward an organization. When an individual has made 
commitment to his/her organization, he/she will accept the organization’s value and goals, and 
he/she will work hard for the organization and wish to remain in it. The Cronbach’s alpha on Lin 
and Chen’s (2009) organizational commitment was .884.  
Table 1  
Measures of Individual Factors  
Variable Item 
 
 
Perceived organizational 
support 
 My employer really cares about my well-being. 
 My employer cares about my opinions. 
 My employer values my contributions to its well-being. 
 My employer strongly considers my goals and values. 
 My employer cares about my general satisfaction at work. 
 My employer show very little concern for me. (R) 
 My employer is willing to help me when I need a special favor. 
 Even if I did the best possible job, my employer would fail to 
notice.(R)                                                               
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Table 1 (cont.) 
Variable Item 
 
 
 
 
 
Self-efficacy 
 
 My new job is well within the scope of my abilities. 
 I do not anticipate any problems in adjusting to work in this 
organization.                                                          
 I feel I am overqualified for the job I will be doing. 
 I have all the technical knowledge I need to deal with my new 
job, all I need now is practical experience.                                                                             
 I feel confident that my skills and abilities equal or exceed those 
of my future colleagues.                                        
 My past experiences and accomplishments increase my 
confidence that I will be able to perform successfully in this 
organization.                                                          
 I could have handled a more challenging job than the one I will 
be doing.                                                                
 Professionally speaking, my new job exactly satisfies my  
expectations of myself. (R)                                    
 
 
 
 
 
 
 
Organizational 
commitment 
 I am willing to put in a great deal of effort beyond that normally 
expected in order to help this organization be successful. 
 I talk up this organization to my friends as a great organization to 
work for. 
 I feel very little loyalty to this organization. (R) 
 I would accept almost any type of job assignment in order to keep 
working for this organization. 
 I find that my values and the organization’s values are very 
similar. 
 I am proud to tell others that I am part of this organization. 
 I could just as well be working for a different organization as 
long as the types of work were similar. (R) 
 This organization really inspires the very best in me in the way of 
job performance. 
 It would take very little change in my present circumstances to 
cause me to leave this organization. (R)             
 I am extremely glad that I chose this organization to work for, 
over others I was considering at the time I joined. 
 There’s not too much to be gained by sticking with this 
organization indefinitely. (R) 
 Often, I find it difficult to agree with this organization’s policies 
on important matters relating to its employees. (R) 
 I really care about the fate of this organization. 
 For me this is the best of all possible organizations for which to 
work.   
 Deciding to work for this organization was a definite mistake on 
my part. (R) 
 
Expectations of the change. This construct was defined as managers’ expectations of the 
effectiveness of organizational restructuring, their sense of role ambiguity, and career uncertainty 
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during organizational restructuring. This construct includes the following three variables: 
expected effectiveness of organizational restructuring, expected role ambiguity, and expected 
career uncertainty (Table 2). 
Expected effectiveness of organizational restructuring. This variable refers to expected 
managers’ anticipations or expectations of the aggregate consequences of an organizational 
restructuring. In this study, the eight items from Hackett et al.’s (1991) measure were modified to 
identify managers’ expected effectiveness of organizational restructuring. This measure has been 
widely accepted since it has been proven psychometrically stable and sound. The Cronbach’s 
alpha on Lin and Chen’s (2009) perceived effectiveness of organizational restructuring was .909. 
Expected role ambiguity. This variable refers to managers’ expectations of role 
ambiguity during organizational restructuring. In this study, a five-item measure was modified 
from the measure of perceived role ambiguity adapted from Lin and Chen’s (2009) study. The 
measure was originally from Rizzo, House, and Lirtzman’s (1970) and Beehr, Walsh, and 
Taber’s (1976) measures. Lin and Chen’s (2009) study has used this measure and the Cronbach’s 
alpha was .857. 
Expected career uncertainty. This variable refers to managers’ expectations about career 
uncertainty during organizational restructuring. In this study, a four-item measure was modified 
from the measure of perceived career uncertainty adapted from Lin and Chen’s (2009) study. 
Their measure was modified from Ashford’s (1988) measure and includes four items. The 
measure has been used in Lin and Chen’s (2009) study and the Cronbach’s alpha was .858. 
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Table 2  
Measures of Expectations of Change  
Variable Item 
 
 
Expected effectiveness of 
organizational 
restructuring 
 After the organizational restructuring, I expect my company 
would be a more effective organization. 
 After the organizational restructuring, I expect my company will 
run better than before. 
 After the organizational restructuring, I expect I can achieve my 
work goal much easier.                                                                                 
 After the organizational restructuring, I expect I can do my job 
more efficiently. 
 After the organizational restructuring, I expect I can do the new 
job better. 
 After the organizational restructuring, I expect I can use more of 
my skills and ability. 
 After the organizational restructuring, I expect my company 
would be a better place to work. 
 After the organizational restructuring, I expect that jobs would be 
upgraded in my company and people would earn more money. 
 
 
Expected role ambiguity 
 
 After organizational restructuring, I expect clear, planned goals 
and objectives for my job. 
 After organizational restructuring, I expect that I will know 
exactly what is expected of me. 
 After organizational restructuring, I expect that I will know what 
my responsibilities are. 
 After organizational restructuring, I expect that I will divide my 
time more properly. 
 After organizational restructuring, I expect that I feel certain how 
I will be evaluated for a raise or promotion. 
 
 
Expected career 
uncertainty 
 
 
 Organizational restructuring will make it difficult to predict how 
well I can do in a career with this company. 
 Organizational restructuring will make it difficult to know what 
to do to perform my job better than other people in this company. 
 Organizational restructuring will make me uncertain about my 
future in this company. 
 People around here still can’t give consistent information about 
what performance behavior will be valued in this company after 
an organizational restructuring. 
 
Perceptions about the change outcomes. This construct was defined as managers’ 
perceptions about the effectiveness of organizational restructuring, role ambiguity, and career 
uncertainty after organizational restructuring. This construct includes the following three 
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variables: effectiveness of organizational restructuring, role ambiguity, and career uncertainty 
(Table 3).  
Effectiveness of organizational restructuring. This variable refers to managers’ 
perceptions about the impacts and outcomes of organizational restructuring. In this study, the 
effectiveness of organizational restructuring was an average score of eight items adapted from 
Hackett et al.’s (1991) measure. This measure has been used in Lin and Chen’s (2009) research 
and has been widely accepted since it has been proven psychometrically stable and sound. The 
Cronbach’s alpha on Lin and Chen’s perceived effectiveness of organizational restructuring was 
.909.  
Role ambiguity. This variable refers to managers’ perceptions of work security, job 
responsibilities, and job control after organizational restructuring. In this study, role ambiguity 
was an average score of the five items adapted from Lin and Chen’s (2009) measure. The 
measure was originally from Rizzo, House, and Lirtzman’s (1970) and Beehr, Walsh, and 
Taber’s (1976) measures. Lin and Chen’s study has used this measure and the Cronbach’s alpha 
was .857.  
Career uncertainty. This variable refers to managers’ perceptions of their career 
development and future control after organizational restructuring. Lin and Chen’s (2009) 
measure was adopted in this study. Their measure was modified from Ashford’s (1988) measure 
and included four items. The measure has been used in Lin and Chen’s study and the Cronbach’s 
alpha was .858.  
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Table 3  
Measures of Perceptions of Change  
Variable Item 
 
 
 
 
Effectiveness of 
organizational 
restructuring 
 
 After the organizational restructuring, my company becomes a 
more effective organization. 
 After the organizational restructuring, my company runs better 
than before. 
 After the organizational restructuring, I can achieve my work 
goal much easier. 
 After the organizational restructuring, I can do my job more 
efficiently. 
 After the organizational restructuring, I can do the new job better. 
 After the organizational restructuring, I can use more of my skills 
and ability. 
 After the organizational restructuring, my company becomes a 
better place to work. 
 After the organizational restructuring, jobs can be upgraded in 
my company and people would earn more money. 
 
 
 
Role ambiguity 
 
 After the organizational restructuring, I have a much clearer idea 
of my job objective.  
 After the organizational restructuring, I know exactly what is 
expected of me. 
 After the organizational restructuring, I know what my 
responsibilities are. 
 After the organizational restructuring, I know that I have divided 
my time properly. 
 After the organizational restructuring, I feel certain how I will be 
evaluated for a raise or promotion. 
 
 
Career uncertainty 
 
 
 Organizational restructuring makes it difficult to predict how well 
I can do in a career within this company. 
 Organizational restructuring makes it difficult to know what to do 
to perform my job better than other people in this company. 
 Organizational restructuring makes me uncertain about my future 
in this company. 
 People around here still can’t give consistent information about 
what performance behavior is valued in this company after 
organizational restructuring. 
 
Change impact. Rafferty and Griffin (2006) stated that few studies identified the 
characteristics of change events and how they influenced employees’ attitudes. They proposed a 
new definition of the impact of change, which simply refers to an individual’s perception about 
the extent to which change as involved modifications affects core systems of an organization. In 
this study, from two aspects regarding managers’ jobs, this construct was defined as the extent to 
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which change has affected the work that each respondent performed as well as the process that 
the work was part of.  Specifically, this construct includes the following two variables: change 
impact on individual job and change impact on work processes. The items for these two variables 
have been newly designed by the researcher (Table 4).  
Change impact on individual job. This variable refers to managers’ perceptions of the 
extent to which the change has affected their individual work during organizational restructuring. 
In this study, this variable was assessed with a seven-point Likert scale that range from 1 
(Strongly disagree) to 7 (Strongly agree). This variable was measured by four items.  
Change impact on work processes. This variable refers to managers’ perceptions of the 
extent to which the change has affected the process that their own work is part of during 
organizational restructuring. In this study, this variable was be assessed with a seven-point Likert 
scale that range from 1 (Strongly disagree) to 7 (Strongly agree). This variable was measured by 
four items. 
Table 4  
Measures of Change Impact  
Variable Item 
 
Change impact on 
individual job 
 I was required to learn new tasks as part of the change. 
 I now use tools and equipment that I had never used before. 
 I now meet new work expectations. 
 I had to adjust to many new things as part of the change. 
 
Change impact on  
work processes 
 The people who send me work are different from before. 
 The people who I work with are different from before. 
 The people who receive my work have changed. 
 I now work with new people while doing my work. 
  
Job outcomes. This construct was defined as managers’ perceptions regarding how 
satisfied they are with their work, and how they judge their work performance after 
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organizational restructuring. This construct includes the following two variables: job satisfaction 
and job performance (Table 5). 
Job satisfaction. This variable refers to managers’ positive feelings about the results of 
their work. In this study, this variable was measured using the six items from the Job Diagnostic 
Survey (Hackman & Oldham, 1975, 1980), a frequently-used measure that has shown useful 
psychometric properties (Haueter, Macan, & Winter, 2003; Lin & Chen, 2009). This variable 
was assessed with a seven-point Likert scale that range from 1 (Strongly dissatisfied) to 7 
(Strongly satisfied). The Cronbach’s alpha for job satisfaction in Lin and Chen’s (2009) was .87. 
Job performance. This variable refers to managers’ work performance as compared to 
that of their colleagues. In this study, job performance was measured using a single item, which 
was a self-appraisal item regarding individual performance in workplaces used in many of 
Meyer’s (1980) studies. 
Table 5  
Measures of Job Outcomes  
Variable Item 
 
 
 
Job satisfaction 
 I feel____ with the amount of job security I have. 
 I feel____ with the amount of personal growth and development I 
get in doing my job. 
 I feel____ with the people I talk to and work with in my job. 
 I feel____ with the degree of respect and fair treatment I receive 
from my supervisor. 
 I feel____ with a sense of worthwhile accomplishment I get from 
doing my job. 
 I feel____ with the amount of support and guidance I receive 
from my supervisor. 
 
 
Job performance 
 Compared with other employees here in jobs similar to yours at 
the same salary grade, how would you rate your own job 
performance? 
              7 One of the best—in the top 10% 
              6 Well above average—in the top 25% 
              5 Above average—in the top 50% 
              4 Average—in the 50% 
              3 Below average—in the bottom 50% 
              2 Well below average—in the bottom 25% 
              1 One of the poorest—in the bottom 10% 
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Validity and Reliability of Instrument 
Validity.  A panel of experts was organized to review the questionnaires for content 
validity. The panel was composed of three HRD professors, two HRD professionals, and three 
doctoral students. All of the three HRD professors had rich knowledge of research methodology, 
scholarly literature, and theories in HRD, as well as interests in relevant research topics. Two of 
them were the faculty at U.S. universities, and one was working in a national university in 
Taiwan. Furthermore, both of the two HRD professionals had been working for a Taiwanese 
telecommunications company for more than thirty years. In addition to evaluating the 
adoptability of the questionnaires, they could be representatives of the proposed samples in this 
study for the purpose of previewing the questionnaires. Three doctoral students were Taiwanese 
students in the United States. They were bilingual in English and Chinese—thus enabling them 
to help evaluate the measures in both languages. Two of them were HRD majors and the other 
focused on organizational behaviors in the field of Hospitality and Tourism. One of the HRD 
doctoral students also had many years of work experience as a HRD professional in a Taiwanese 
IT company. Therefore, these panel members were all qualified and were invited to establish the 
validity of the measures in this study. Each member of the panel was asked to review and 
evaluate the clarity of the questionnaires. Their comments and suggestions were considered and 
taken for measure improvement and modification.         
Nevertheless, among of all constructs and variables, two individual variables about the 
construct of change impact—change impact on individual job and change impact on work 
processes—were newly developed in this study. The purpose of factor analysis is to clarify the 
underlying structure among variables (Hair Jr, Black, Babin, & Anderson, 2010). Thus, factor 
analysis is a tool for defining sets of variables that are interrelated among variables (Hair Jr et al., 
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2010). Moreover, the results of factor analysis can provide two suggestions for researchers: data 
summarization and data reduction (Hair Jr et al., 2010). Therefore, in order to present validity in 
these two newly developed variables, (exploratory factor analysis) EFA was conducted. When 
conducting EFA, the extraction method of the principal component and the varimax rotation 
method had been selected. These are the most widely used methods in this context (Hair Jr et al., 
2010). Table 6 presents the results of EFA for the two variables with regard to change impact. 
The results show that all items had communalities greater than .50 (Hair Jr et al., 2010), which 
ranged from .687 to .908. Thus, no items were deleted. 
Table 6  
EFA Results for the Two Variables regarding Change Impact  
     Variable Item Factor Loading 
 
 Change impact on    
 individual job 
I was required to learn new tasks as part of the change. 
I now use tools and equipment that I had never used before. 
I now meet new work expectations. 
I had to adjust to many new things as part of the change. 
.872 
.687 
.842 
.865 
 
Change impact on  
  work processes 
        The people who send me work are different from before. 
        The people who I work with are different from before. 
        The people who receive my work have changed. 
        I now work with new people while doing my work. 
.786 
.908 
.904 
.824 
 
Reliability. Reliability refers to the degree of consistency of multiple measurements of 
an instrument (Hair Jr et al., 2010). Cronbach’s alpha is the most widely used measure for 
internal consistency reliability of measures. In an exploratory study, values of 0.60 to 0.70 of 
Cronbach’s alpha can be viewed as the lower limit of acceptability (Hair Jr et al., 2010). Table 7 
presents the Cronbach’s alpha coefficients for the survey responses in this study.   
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Table 7  
Internal Consistency Coefficients for the Instruments in this Study 
Construct/Variable Number of Items Cronbach’s  alpha 
Survey One    48  
Expectations of the Change 
Effectiveness of organizational restructuring 
Role ambiguity 
              Career uncertainty 
 
     8 
     5 
     4 
 
.950 
              .937 
              .800 
Individual Factors  
             Perceived organizational support 
             Self-efficacy  
             Organizational commitment 
 
     8 
     8 
   15 
 
              .904 
              .657 
              .870 
Survey Two 
 
 32  
Perceptions about the Change Outcomes 
Effectiveness of organizational restructuring 
Role ambiguity 
              Career uncertainty 
 
     8 
     5 
     4 
 
              .947 
              .929 
              .844 
Change Impact 
Change impact on individual job 
              Change impact on work processes 
 
     4 
     4 
 
              .854 
              .902 
Job Outcomes 
Job satisfaction 
Job performance 
 
     6 
     1 
 
              .885 
 
Data Collection  
The quantitative data were collected by using two surveys composed of measures mainly 
from previous studies’ valid measures. In addition, this study also investigated what managers 
have learned from this organizational change so that interviews were conducted as well. The 
qualitative data came from interviews with selected respondents after the two surveys were 
conducted. 
Surveys. As for the quantitative data collection, the researcher initially contacted HR and 
obtained the initial participant lists; then as previously addressed, in order to increase response 
rate, an invitation letter was sent to proposed participants. The invitation letter was given all 
participants a concise explanation for the purpose of this study and what they were required to 
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do. Once they agreed to participate in this study, they received paper-and-pencil surveys. The use 
of a paper-and-pencil survey was for the purpose of increasing the response rate, based upon the 
evidence of previous research studies. Sax, Gilmartin, and Bryant (2003) pointed out that most 
studies, including those of Handwerk, Carson, and Balckwell (2000), Matz (1999), Tomsic, 
Hendel, and Matross (2000), and Underwood, Kim, and Matier (2000), have shown that a paper-
and-pencil survey has a higher response rate.  
The first survey was conducted two months before the organizational restructuring, which 
was in November 2010. The second survey was conducted two months after the organizational 
restructuring had been implemented, which was in February 2011. A third survey to address the 
change impact variables was implemented in December 2012. The interval between the surveys 
is adopted from previous longitudinal studies related to organizational socialization of 
newcomers in organizations. Previous studies suggested that three and six months are 
meaningful intervals in the adjustment process for newcomers (Bauer & Green, 1998; De Vos, 
Buyens, & Schalk, 2003; Morrison, 1993a, 1993b). Some studies have suggested that shorter 
intervals are also meaningful for collecting data after newcomers have entered companies 
(Feldman, 1981; Saks & Ashforth, 1997c). 
Interview. Interviewing is an effective approach for having an understanding of the 
complexities of human behaviors and thoughts in organizations. Interviews can have various 
forms and uses (Fontana & Frey, 1998; Lincoln & Guba, 1985). In order to better understand 
what managers have learned from this organizational restructuring, which is the last research 
question in this study, the researcher conducted semi-structured phone interviews with selected 
volunteer managers in May 2013. All interviewees were asked to reflect back on having 
expectations before the change and then experiencing the actual change. Three steps were 
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accomplished for the qualitative data collection. First, based on the respondents who participated 
in the surveys, the researcher contacted the possible participants by email and phone. A brief 
introduction and the purpose of interview were provided (Appendix G and H). Next, the 
researcher scheduled an interview time with each of them individually. Third, a semi-structured 
phone interview was conducted by phone, in which the researcher asked a series of 
predetermined interview questions (Appendix K and L) and interviewees were allowed to 
respond freely. An interview guide (Appendix I and J) was prepared and used as guidance during 
the interviewing procedures. 
   As for the tools were used for the interview, information technology was adapted to help 
in mutual communication, the process of research, and data recording. The online 
communication software, Skype, as well as the recording program, Total recorder, were applied 
to collect the interview data. Both of these two programs operate well and had no vital 
disadvantages that impeded the interview quality or the interaction between interviewees and the 
interviewer. Each interview was last approximately 40 minutes, but some were shorter. All 
interviews were conducted in Chinese because all interviewees are Chinese native speakers.  
 
Data Analysis 
There were two types of data sources in this study, so data analyses were divided into two 
parts in this section. Regarding the examination of the collected quantitative data, the Statistical 
Package for Social Sciences (SPSS) was used. First, demographic information of the respondents 
was analyzed to illustrate the frequencies, percentages, means, and standard deviations. Second, 
for the construct validation analysis of the instrument used in the present study, Exploratory 
Factor Analysis (EFA) was used. Most of the measures adopted for this study are validated 
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measures in western studies, but this study was conducted in Taiwan; therefore, cultural 
differences may influence the results. In addition to the translation from English into Chinese, 
some constructs such as impact change were designed specifically for this study. Therefore, EFA 
was conducted for the examination of the validity and reliability of the instrument. Third, 
correlation analysis, paired-sample t test, and simple and hierarchical regression analyses were 
used to examine the data related to all of the first four research questions.  
In terms of qualitative data analysis, the coding method proposed by Saldaña (2013) was 
applied as a reference for the content analysis. Saldaña’s definition of the code is “a code in 
qualitative inquiry is most often a word or short phrase that symbolically assigns a summative, 
salient, essence-capturing, and/or evocative attribute for a portion of language-based or visual 
data” (p. 3). In addition, “a code can sometimes summarize, distill, or condense data, not simply 
reduce them” (Saldaña, p. 4). Hence, the specific terms, phases, and words regarding to 
managers’ feelings and opinions in the interviews were considered to be the key codes to analyze 
data during coding process. More specifically, the purpose of interviews is to investigate what 
managers have learned from this organizational restructuring. Therefore, key words including 
learn, expect, feel, and experience were used as key predetermined codes to sort and synthesize 
interview excerpts. The ten sequential interview questions were also helpful for qualitative data 
analysis since they helped the interviewees answered questions and the researcher synthesize 
interview data. Furthermore, since all interviews were conducted in Chinese, the researcher had 
Chinese interviews doubled checked and translated into English. Two Chinese-native researchers 
who have a Ph.D. degree in the fields of HRD were invited to validate the interview data and 
analysis. Table 8 presents the first four research questions that were answered based on statistical 
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strategies, and the last research question that was answered based on qualitative data analysis 
strategy. 
Table 8  
 Data Analysis Strategies for Each Research Question 
Research questions 
Research methods were used to 
answer 
Q1: What is the relationship between managers’ perceptions about 
the impending change and their perceptions about the change 
outcomes? 
Correlation analysis; product-
moment correlation coefficient; 
paired-sample t test 
Q2: Do managers’ individual factors affect the relationship between 
their perceptions about the impending change and their perceptions 
about the change outcomes? 
Hierarchical regression 
Q3: Does change impact affect the relationship between managers’ 
perceptions about the impending change and their perceptions about 
the change outcomes? 
Hierarchical regression 
Q4: Do managers’ expectations about the impending change, 
perceptions about the change outcomes, individual factors and 
change impact relate to their job outcomes? 
Correlation analysis; simple 
regression 
Q5: What have managers learned from their experience with this 
organizational change?  
Content analysis 
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Chapter 4 
Results: Research Questions 1-4 
 
This chapter consists of three sections. The first section describes the demographic 
information regarding the valid number of respondents and interviewees’ background 
information. The second section describes the results of descriptive statistics of variables in 
terms of means, standard deviations, internal consistency reliability, and intercorrelations. The 
third section answers the first four research questions. 
 
Demographic Information 
The total number of the proposed respondents was 351 for each survey based on 
managers’ consent responses. Before the organizational restructuring, 268 questionnaires had 
been distributed to the larger branch and 253 were returned. The response rate was 94.40%.  As 
for the smaller branch, of 83 questionnaires distributed, 71 questionnaires were returned for a 
response rate of 85.54%. On the basis of the initial data evaluation process, the total number of 
the respondents for the first survey was 324, for a response rate of 92.31%. Furthermore, after a 
subsequent process of data evaluation, eight responses were eliminated. These responses were 
not included as valid responses because some of them either did not answer all questions or did 
not answer reversed questions appropriately. Therefore, finally, the number of valid responses 
for the first survey was 316, for a valid response rate of 90.03%. 
After the merger, of 351 questionnaires distributed, 311 questionnaires were returned for 
a response rate of 88.60%. After a subsequent process of data evaluation, six responses were 
eliminated because some of them either did not answer all questions or did not answer questions 
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appropriately. Therefore, the valid number of responses for the second survey was 305, for a 
response rate of 86.89%. Finally, after comparing and matching the valid responses for the two 
surveys conducted, four responses were eliminated. Consequently, a total of 301 valid responses 
was used for analyses in this study for a total valid response rate of 85.75%.  
Table 9 shows the number and the percentage of respondents by their gender, job position 
levels, age, and tenure. In terms of gender, this study had more male respondents. Of the 301 
managers, most of them were low level managers. Regarding the managers’ age, 30 were the 
youngest, and 63 were the oldest. The majority were in the 51-to-60 age group (60.8%). In terms 
of the managers’ tenure, the mean value was 28.25 years (SD=7.72). The majority were in the 
21-to-30 year group (42.9%).  
Table 9  
Demographic Information about Respondents (N=301)  
Categories              n           % 
Gender 
        Male 
        Female 
             301 
             260  
 41 
100 
86.4 
13.6 
Job Position  
        Low level manager 
        Middle level manager 
        High level manager       
             301 
211 
  73 
  17 
100 
70.1 
24.3 
5.6 
Age (year) 
        30-40 
        41-50 
        51-60 
        61-63 
        Missing 
301 
  18 
  82 
183 
  12 
   6 
100 
6.0 
27.2 
60.8 
4.0 
2.0 
Tenure (years) 
        4-10 
        11-20 
        21-30 
        31- 
        Missing 
301 
  14 
  41 
129 
109 
                 8 
100 
4.6 
13.6 
42.9 
36.2 
2.7 
 
This study also conducted interviews in order to investigate managers’ ideas and opinions 
regarding the organizational change. The goal of interviews was to better understand what 
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managers have learned from their experience with this organizational restructuring. Information 
from the interviews of 15 managers at different levels provided answers to the fifth research 
question. The demographic backgrounds of the volunteer manager participants were summarized 
in Table 10. 
Table 10  
Interviewees’ Background Information (N=15)  
Respondent Job position Age Tenure (years) 
1 Respondent 1 Low 40 15 
2 Respondent 2 Low 49 23 
3 Respondent 3 Low 45 21 
4 Respondent 4 Low 45 20 
5 Respondent 5 Low 56 22 
6 Respondent 6 Middle 53 30 
7 Respondent 7 Middle 57 34 
8 Respondent 8 Middle 59 35 
9 Respondent 9 Middle 47 22 
10   Respondent 10 Middle 51 26 
11   Respondent 11 High 57 35 
12   Respondent 12 High 58 34 
13   Respondent 13 High 61 37 
14   Respondent 14 High 57 31 
15   Respondent 15 High 61 39 
 
Descriptive Statistics 
Table 11 shows means and stand deviations of all constructs and variables for managers.  
Table 11  
Number of Items, Means, and Standard Deviations of all Constructs and Variables for Managers 
Construct/Variable Number of Items M(SD) 
Survey One  48  
Expectations of the Change 
Effectiveness of organizational restructuring 
Role ambiguity 
Career uncertainty 
 
8 
5 
4 
 
4.72(.95) 
3.27(1.09) 
4.07(1.02) 
Individual Factors  
Perceived organizational support 
Self-efficacy  
Organizational commitment 
 
8 
8 
15 
 
4.74(.93) 
4.98(.60) 
5.68(.68) 
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Table 11 (cont.) 
Construct/Variable Number of Items M(SD) 
Survey Two 32  
Perceptions about the Change Outcomes 
Effectiveness of organizational restructuring 
Role ambiguity 
Career uncertainty 
 
8 
5 
4 
 
4.51(1.00) 
3.32(1.03) 
3.90(1.02) 
Change Impact 
Change impact on individual job 
               Change impact on work processes 
 
4 
4 
 
5.02(1.18) 
4.14(1.56) 
Job Outcomes 
Job satisfaction 
Job performance 
 
6 
1 
 
5.54(.87) 
5.26(.81) 
 
 
Correlation Analysis  
 Table 12 shows the results of correlation analysis for managers.  
Table 12  
Correlation Analysis between Variables for Managers  
Variable 1 2 3 4 5 6 
1.Expected effectiveness of organizational   
    restructuring 
      
2.Expected role ambiguity -.72**      
3.Expcted career uncertainty    -.22* .22**     
4.Perceived effectiveness of organizational  
   restructuring 
.46** -.41** -.12*    
5.Perceived role ambiguity -.43** .43** .16** -.71**   
6.Perceived career uncertainty -.21** .21** .30** -.31** .34**  
7.Perceived organizational support .54** -.56** -.36** .42** -.41** -.24** 
8.Self-efficacy .35** -.30** .06 .17** -.18** -.04 
9.Organizational commitment  .42** -.35** -.30** .22** -.26** -.15** 
10.Change impact on individual job .17** -.22** -.04 .15* -.21** -.08 
11.Change impact on work processes .16** -.12* -.12* .07 -.08 .11 
12.Job satisfaction .28** -.25** -.20** .42** -.47** -.22** 
13.Job performance .08 .00 .03 .07 -.15*  .00 
*p < .05, two tailed. **p < .01, two tailed.                                                                                             
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Table 12 (cont.)                  
Variable 7 8 9 10 11 12 13 
1.Expected effectiveness of organizational  
   restructuring 
       
2.Expected role ambiguity        
3.Expcted career uncertainty         
4.Perceived effectiveness of 
organizational restructuring 
       
5.Perceived role ambiguity        
6.Perceived career uncertainty        
7.Perceived organizational support        
8.Self-efficacy .28**       
9.Organizational commitment  .63** .28**      
10.Change impact on individual job .17** .18** .17**     
11.Change impact on work processes .12* .16** .11 .45**    
12.Job satisfaction .41** .11 .45** .10 .05   
13.Job performance .05 .25** .08 .06 .10 .13*  
*p < .05, two tailed. **p < .01, two tailed. 
 
Results for Research Questions 
Research question 1. What is the relationship between managers’ perceptions about the 
impending change and their perceptions about the change outcomes? 
 Table 12 shows the data regarding managers’ perceptions about the impending change 
significantly relate to their perceptions about the change outcomes. More specifically, as 
previously addressed, managers’ perceptions about the impending change were measured by the 
three variables including managers’ expected effectiveness of organizational restructuring, 
expected role ambiguity, and expected career uncertainty. In addition, managers’ perceptions 
about the change outcomes consist of perceived effectiveness of organizational restructuring, 
perceived role ambiguity and perceived career uncertainty.  
Table 12 shows that managers’ expected effectiveness of organizational restructuring was 
positively correlated with their perceived effectiveness of organizational restructuring (r =.46, 
p<.01), negatively correlated with perceived role ambiguity (r =-.43, p<.01), and negatively 
correlated with perceived career uncertainty (r =-.21, p<.01). Managers’ expected role ambiguity 
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was negatively correlated with perceived effectiveness of organizational restructuring (r =-.41, 
p<.01), positively correlated with perceived role ambiguity (r =.43, p<.01), and positively 
correlated with perceived career uncertainty (r =.21, p<.01). Managers’ expected career 
uncertainty was negatively correlated with perceived effectiveness of organizational 
restructuring (r =-.12, p<.05), positively correlated with perceived role ambiguity (r =.16, p<.01), 
and positively correlated with perceived career uncertainty (r =.30, p<.01). 
Furthermore, a simple linear regression was also conducted to determine the relationship 
between managers’ perceptions about the impending change and managers’ perceptions about 
the change outcomes. The results presented in Table 13 and Figure 2 show that managers’ 
perceptions about the impending change positively correlate with their perceptions about the 
change outcomes (r =.25, p<.01).  
Table 13  
Summary of a Simple Linear Regression for Managers’ Change Expectations and Change 
Outcomes 
 
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.251 .063 .060 .424 1 20.111 .000 
 
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Managers’ Change Expectations .251 .056 .251 4.484 .000 
Dependent Variable: Managers’ Perceptions about Change Outcomes 
                            
 
 
*p<.10   **p<.05   ***p<.01 
Figure 2. The relationship between managers’ change expectations and perceived change 
outcomes (N=301) 
 
Change Outcomes 
 
Change Expectations 
0.251*** 
R
2
=.063 
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A paired-sample t test was used to examine whether there was a statistical difference 
between all managers’ perceptions about the impending change and their perceptions about the 
change outcomes. Table 14 shows the results regarding all managers’ perceptions about the 
organizational change in terms of the mean value, standard deviation, t-value, degree of freedom, 
and Pearson product-moment correlation. According to the results in Table 14, the answer to this 
research question should be illustrated in the three individual aspects due to different results have 
been found.  More specifically, managers’ perceptions about the effectiveness of organizational 
restructuring before change were statistically different from their perceptions about the 
effectiveness of organizational restructuring after change (t=-3.59, p<.01). Managers’ 
perceptions about career uncertainty before change were statistically different from their 
perceptions about career uncertainty (t=-2.44, p<.05). Managers’ perceptions about role 
ambiguity before change were not statistically different from their perceptions about role 
ambiguity (t=.76, p>.05).  
Table 14  
The Difference between Managers’ Perceptions before and after Change (N=301) 
 
Variables 
 
Mean 
 
SD 
 
t-value 
 
df 
 
p 
Effectiveness of organizational restructuring      
      Managers’ perceptions before change  4.72 .95 -3.59 300 .000** 
      Managers’ perceptions after change 4.51 1.00    
Role ambiguity      
      Managers’ perceptions before change  3.27 1.09  .76 300 .446 
      Managers’ perceptions after change 3.32 1.03    
Career uncertainty      
      Managers’ perceptions before change  4.07 1.02 -2.44 300 .015* 
      Managers’ perceptions after change 3.90 1.02    
*p < .05, two tailed. **p < .01, two tailed. 
 In sum, the results show that managers’ perceptions about the impending change 
positively relate to their perceptions about the change outcomes. Most of managers’ perceptions 
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about the impending change are significantly different form their perceptions about the change 
outcomes. 
Research question 2. Do managers’ individual factors affect the relationship between 
their perceptions about the impending change and their perceptions about the change outcomes?  
The moderating effect of OC on the relationships between managers’ change 
expectations and their perceived change outcomes has been examined first. Table 15 shows that 
Model 1 includes three independent variables of expected effectiveness of organizational 
restructuring, expected role ambiguity, and expected career uncertainty. This model accounted 
for 22.5% of the variance in managers’ perceived effectiveness of organizational restructuring 
(R
2 
=.225). It shows that expected effectiveness of organizational restructuring had a significant 
positive effect on the perceived effectiveness of organizational restructuring (β =.336, p< .01), 
and expected role ambiguity had a significant negative effect on perceived effectiveness of 
organizational restructuring (β =-.167, p< .05). However, expected career uncertainty had no 
significant effect on perceived effectiveness of organizational restructuring. Model 2 includes all 
three of the independent variables and the moderating item (OC). This model accounted for 
22.5% of the variance in managers’ perceived effectiveness of organizational restructuring (R2 
=.225). It shows that expected effectiveness of organizational restructuring had a significant 
positive effect on perceived effectiveness of organizational restructuring (β =.332, p< .01), and 
expected role ambiguity had a significant negative effect on perceived effectiveness of 
organizational restructuring (β =-.166, p< .05). However, expected career uncertainty and OC 
both had no significant effect on perceived effectiveness of organizational restructuring. 
Model 3 includes all three of the independent variables, the moderating item (OC) and 
the three interaction items. This model accounted for 23.9% of the variance in managers’ 
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perceived effectiveness of organizational restructuring (R
2 
=.239). It shows that expected 
effectiveness of organizational restructuring had a significant positive effect on perceived 
effectiveness of organizational restructuring (β =.333, p< .01), and expected role ambiguity had a 
significant negative effect on the perceived effectiveness of organizational restructuring (β =-
.170, p< .05). However, expected career uncertainty and OC both had no significant effect on the 
perceived effectiveness of organizational restructuring. About the three interaction items, the 
interaction item between expected effectiveness of organizational restructuring and OC was the 
only one that had a significant positive impact on the relationship between the expected 
effectiveness of organizational restructuring and perceived organizational restructuring (β =.167, 
p< .05). 
Table 15 
Examination of Moderating Effect of Organizational Commitment (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring   .336*** .332*** .333*** 
Expected role ambiguity -.167** -.166** -.170** 
Expected career uncertainty        -.016         -.013 -.004 
Organizational commitment           .013 .024 
Expected effectiveness of organizational restructuring* 
Organizational commitment 
   .167** 
Expected role ambiguity* Organizational commitment   .076 
Expected career uncertainty* Organizational commitment   .006 
R
2
 .225 .225 .239 
Adj R
2
 .217 .215 .221 
△R2 .225 .000 .014 
F 28.756 .053 1.832 
Dependent variable: Perceived effectiveness of organizational restructuring, *p < .10, **p < .05, ***p < .01  
Table 16 shows that Model 1 includes three independent variables regarding the expected 
effectiveness of organizational restructuring, expected role ambiguity and expected career 
uncertainty. This model accounted for 21.8% of the variance in managers’ perceived role 
ambiguity (R
2 
=.218). It shows that the expected effectiveness of organizational restructuring had 
a significant negative effect on perceived role ambiguity (β =-.233, p< .01), and expected role 
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ambiguity had a significant positive effect on perceived role ambiguity (β =.253, p< .01). 
However, expected career uncertainty had no significant effect on perceived role ambiguity. 
Model 2 includes all three of the independent variables and the moderating item (OC). This 
model accounted for 22.1% of the variance in managers’ perceived role ambiguity (R2 =.221). It 
shows that the expected effectiveness of organizational restructuring had a significant negative 
effect on perceived role ambiguity (β =-.211, p< .01), and expected role ambiguity had a 
significant positive effect on perceived role ambiguity (β =.249, p< .01). However, expected 
career uncertainty and OC had no significant effect on perceived role ambiguity. 
Model 3 includes all three of the independent variables, the moderating item (OC) and 
the three interaction items. This model accounted for 22.2% of the variance in managers’ 
perceived role ambiguity (R
2 
=.222). It shows that expected effectiveness of organizational 
restructuring had a significant negative effect on perceived role ambiguity (β =-.215, p< .01). 
The other variables had no significant effect on perceived role ambiguity. Regarding the three 
interaction items, no interaction item had a significant impact on the relationship between 
managers’ perceptions about the impending change and their perceptions about that change.  
Table 16 
Examination of Moderating Effect of Organizational Commitment (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring -.233*** -.211*** -.215*** 
Expected role ambiguity .253*** .249***        .247 
Expected career uncertainty        .053         .039        .043 
Organizational commitment         -.067       -.067 
Expected effectiveness of organizational restructuring* 
Organizational commitment 
        -.023 
Expected role ambiguity* Organizational commitment   .011 
Expected career uncertainty* Organizational commitment   -.031 
R
2
 .218 .221 .222 
Adj R
2
 .210 .211 .204 
△R2 .218 .003 .001 
F 27.535 1.325 .155 
Dependent variable: Perceived role ambiguity,*p < .10, **p < .05, ***p < .01  
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Table 17 shows that Model 1 includes three independent variables of expected 
effectiveness of organizational restructuring, expected role ambiguity and expected career 
uncertainty. This model accounted for 11.2% of the variance in managers’ career uncertainty (R2 
=.112). It shows that only expected career uncertainty had a significant positive effect on 
perceived career uncertainty (β =.257, p< .01). However, neither expected effectiveness of 
organizational restructuring nor expected role ambiguity had a significant effect on perceived 
career uncertainty. Model 2 includes all three of the independent variables and the moderating 
item (OC). This model accounted for 11.2% of the variance in managers’ perceived career 
uncertainty (R
2 
=.112). It shows that only expected career uncertainty had a significant positive 
effect on perceived career uncertainty (β =.254, p< .01). The other three independent variables 
had no significant effect on perceived career uncertainty. 
Model 3 includes all three of the independent variables, the moderating item (OC) and 
the three interaction items. This model accounted for 12.3% of the variance in managers’ 
perceived career uncertainty (R
2 
=.123). It shows that only expected career uncertainty had a 
significant positive effect on perceived career uncertainty (β =.232, p< .01). Regarding the three 
interaction items, this model shows that the interaction item of expected career uncertainty and 
OC had a significant positive effect (β =.103, p< .10). It suggests that this interaction item had a 
significant impact on the relationship between managers’ perceptions about the impending 
change and their perceptions about that change. 
Table 17 
Examination of Moderating Effect of Organizational Commitment (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring  -.091 -.087 -.077 
Expected role ambiguity  .085 -.084  .080 
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Table 17 (cont.) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected career uncertainty   .257***     .254***     .232*** 
Organizational commitment  -.013 -.030 
Expected effectiveness of organizational restructuring* 
Organizational commitment 
  .085 
Expected role ambiguity* Organizational commitment   .064 
Expected career uncertainty* Organizational commitment   .103* 
R
2
 .112 .112 .123 
Adj R
2
 .103 .100 .102 
△R2 .112 .000 .011 
F 12.512 .043 1.221 
Dependent variable: Perceived career uncertainty, *p < .10, **p < .05, ***p < .01  
Table 18 shows that Model 1 includes three independent variables regarding the expected 
effectiveness of organizational restructuring, expected role ambiguity, and expected career 
uncertainty. This model accounted for 22.5% of the variance in managers’ perceived 
effectiveness of organizational restructuring (R
2 
=.225). It shows that the expected effectiveness 
of organizational restructuring had a significant positive effect on perceived effectiveness of 
organizational restructuring (β =.336, p< .01), and expected role ambiguity had a significant 
negative effect on perceived effectiveness of organizational restructuring (β =-.167, p< .05). 
However, expected career uncertainty had no significant effect on perceived effectiveness of 
organizational restructuring. Model 2 includes all of the three independent variables and the 
moderating item (POS). This model accounted for 25.5% of the variance in managers’ perceived 
effectiveness of organizational restructuring (R
2 
=.255). It shows that expected effectiveness of 
organizational restructuring had a significant positive effect on perceived effectiveness of 
organizational restructuring (β =.278, p< .01), and POS had a significant positive effect on the 
perceived effectiveness of organizational restructuring (β =.225, p< .01). However, expected role 
ambiguity and expected career uncertainty both had no significant effect on perceived 
effectiveness of organizational restructuring. 
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Model 3 includes all three of the independent variables, the moderating item (POS) and 
the three interaction items. This model accounted for 28.7% of the variance in managers’ 
perceived effectiveness of organizational restructuring (R
2 
=.287). It shows that expected 
effectiveness of organizational restructuring had a significant positive effect on perceived 
effectiveness of organizational restructuring (β =.309, p< .01), and POS had a significant positive 
effect on perceived effectiveness of organizational restructuring (β =.217, p< .01). However, 
expected role ambiguity and expected career uncertainty both had no significant effect on the 
perceived effectiveness of organizational restructuring. Regarding the three interaction items, 
two were statistically significant here, which suggests that these two interactions had an impact 
on the relationship between managers’ perceptions about the impending change and their 
perceptions about the change outcomes. The interaction item between expected effectiveness of 
organizational restructuring and POS had a significant positive impact on the relationship 
between expected effectiveness of organizational restructuring and perceived organizational 
restructuring (β =.257, p< .01). The interaction item between expected role ambiguity and POS 
had a significant positive impact on the relationship between expected effectiveness of 
organizational restructuring and perceived organizational restructuring (β =.247, p< .01). 
Table 18 
Examination of Moderating Effect of Perceived Organizational Support (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring .336*** .278** .309*** 
Expected role ambiguity -.167** -.098 -.061 
Expected career uncertainty -.016 .036  .033 
Perceived organizational support  .225*** .217*** 
Expected effectiveness of organizational restructuring* 
Perceived organizational support 
  .257*** 
Expected role ambiguity* Perceived organizational 
support 
  .247*** 
 
83 
Table 18 (cont.) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected career uncertainty* Perceived organizational 
support 
  .022 
R
2
 .225 .255 .287 
Adj R
2
 .217 .245 .270 
△R2 .225 .030 .031 
F 28.756 11.966 4.300 
Dependent variable: Perceived effectiveness of organizational restructuring, *p < .10, **p < .05, ***p < .01  
Table 19 shows that Model 1 includes three independent variables of expected 
effectiveness of organizational restructuring, expected role ambiguity and expected career 
uncertainty. This model accounted for 21.8% of the variance in managers’ perceived role 
ambiguity (R
2 
=.218). It shows that the expected effectiveness of organizational restructuring had 
a significant negative effect on perceived role ambiguity (β =-.233, p< .01), and expected role 
ambiguity had a significant positive effect on perceived role ambiguity (β =.253, p< .01). 
However, expected career uncertainty had no significant effect on perceived role ambiguity. 
Model 2 includes all three of the independent variables and the moderating item (POS). This 
model accounted for 24.3% of the variance in managers’ perceived role ambiguity (R2 =.243). It 
shows that the expected effectiveness of organizational restructuring had a significant negative 
effect on perceived role ambiguity (β =-.180, p< .05), expected role ambiguity had a significant 
positive effect on perceived role ambiguity (β =.186, p< .05), and POS had a significant negative 
effect on perceived role ambiguity (β =-.206, p< .01). However, expected career uncertainty had 
no significant effect on perceived role ambiguity. 
Model 3 includes all three of the independent variables, the moderating item (POS) and 
the three interaction items. This model accounted for 24.7% of the variance in managers’ 
perceived role ambiguity (R
2 
=.247). It shows that expected effectiveness of organizational 
restructuring had a significant negative effect on perceived role ambiguity (β =-.192, p< .01), 
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expected role ambiguity had a significant positive effect on perceived role ambiguity (β =.174, 
p< .05) and POS had a significant negative effect on perceived role ambiguity (β =-.201, p< .01). 
However, expected career uncertainty had no significant effect on perceived role ambiguity. 
Regarding the three interaction items, no interaction item had a significant impact on the 
relationship between managers’ perceptions about the impending change and their perceptions 
about that change.  
Table 19 
Examination of Moderating Effect of Perceived Organizational Support (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring   -.233*** -.180** -.192*** 
Expected role ambiguity .253*** .186** .174* 
Expected career uncertainty        .053          .006 .011 
Perceived organizational support  -.206*** -.201*** 
Expected effectiveness of organizational restructuring* 
Perceived organizational support 
  -.076 
Expected role ambiguity* Perceived organizational 
support 
  -.096 
Expected career uncertainty* Perceived organizational 
support 
  .008 
R
2
 .218 .243 .247 
Adj R
2
 .210 .233 .229 
△R2 .218 .025 .004 
F 27.535 9.861  .534 
Dependent variable: Perceived role ambiguity, *p < .10, **p < .05, ***p < .01  
Table 20 shows that Model 1 includes three independent variables of expected 
effectiveness of organizational restructuring, expected role ambiguity and expected career 
uncertainty. This model accounted for 11.2% of the variance in managers’ career uncertainty (R2 
=.112). It shows that expected career uncertainty had a significant positive effect on perceived 
career uncertainty (β =.257, p< .01). However, the expected effectiveness of organizational 
restructuring and expected role ambiguity had no significant effect on perceived career 
uncertainty. Model 2 includes all three of the independent variables and the moderating item 
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(POS). This model accounted for 11.6% of the variance in managers’ perceived career 
uncertainty (R
2 
=.116). It shows that only expected career uncertainty had a significant positive 
effect on perceived career uncertainty (β =.238, p< .01). The other three independent variables 
had no significant effect on perceived career uncertainty. 
Model 3 includes all three of the independent variables, the moderating item (POS) and 
the three interaction items. This model accounted for 12.8% of the variance in managers’ 
perceived career uncertainty (R
2 
=.128). It shows that only expected career uncertainty had a 
significant positive effect on perceived career uncertainty (β =.220, p< .01). Regarding the three 
interaction items, this model shows that the interaction item of expected effectiveness of 
organizational restructuring and POS had a significant negative effect (β =-.153, p< .10). It 
suggests that this interaction item had a significant negative impact on the relationship between 
managers’ perceptions about the impending change and their perceptions about the change. 
Table 20 
Examination of the Moderating Effect of Perceived Organizational Support (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring -.091 -.070 -.077 
Expected role ambiguity          .085          .058          .044 
Expected career uncertainty     .257***    .238***     .220*** 
Perceived organizational support  -.082         -.087 
Expected effectiveness of organizational restructuring* 
Perceived organizational support 
    -.153* 
Expected role ambiguity* Perceived organizational 
support 
          -.089 
Expected career uncertainty* Perceived organizational 
support 
  .026 
R
2
 .112 .116 .128 
Adj R
2
 .103 .104 .107 
△R2 .112 .004 .012 
F 12.512 1.338 1.311 
Dependent variable: Perceived career uncertainty, *p < .10, **p < .05, ***p < .01  
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Table 21 shows that Model 1 includes three independent variables of expected 
effectiveness of organizational restructuring, expected role ambiguity, and expected career 
uncertainty. This model accounted for 22.5% of the variance in managers’ perceived 
effectiveness of organizational restructuring (R
2 
=.225). It shows that expected effectiveness of 
organizational restructuring had a significant positive effect on perceived effectiveness of 
organizational restructuring (β =.336, p< .01), and expected role ambiguity had a significant 
negative effect on perceived effectiveness of organizational restructuring (β =-.167, p< .05). 
However, expected career uncertainty had no significant effect on perceived effectiveness of 
organizational restructuring. Model 2 includes all three of the independent variables and the 
moderating item (self-efficacy). This model accounted for 22.5% of the variance in managers’ 
perceived effectiveness of organizational restructuring (R
2 
=.225). It shows that the expected 
effectiveness of organizational restructuring had a significant positive effect on perceived 
effectiveness of organizational restructuring (β =.335, p< .01), and expected role ambiguity had a 
significant negative effect on perceived effectiveness of organizational restructuring (β =-.167, 
p< .05). However, expected career uncertainty and self-efficacy both had no significant effect on 
perceived effectiveness of organizational restructuring. 
Model 3 includes all three of the independent variables, the moderating item (self-
efficacy) and the three interaction items. This model accounted for 23.8% of the variance in 
managers’ perceived effectiveness of organizational restructuring (R2 =.238). It shows that 
expected effectiveness of organizational restructuring had a significant positive effect on 
perceived effectiveness of organizational restructuring (β =.319, p< .01), and expected role 
ambiguity had a significant positive effect on perceived effectiveness of organizational 
restructuring (β =-.177, p< .01). However, expected career uncertainty and self-efficacy both had 
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no significant effect on perceived effectiveness of organizational restructuring. Regarding the 
three interaction items, only one interaction item was statistically significant here, which 
suggests that this interaction had an impact on the relationship between managers’ perceptions 
about the impending change and their perceptions about the change outcomes. The interaction 
item between expected career uncertainty and self-efficacy had a significant negative impact on 
the relationship between expected effectiveness of organizational restructuring and perceived 
organizational restructuring (β =-.095, p< .10).  
Table 21 
 Examination of Moderating Effect of Self-efficacy (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring   .336*** .335*** .319*** 
Expected role ambiguity -.167** -.167** -.177** 
Expected career uncertainty         -.016 -.016 -.004 
Self-efficacy  .002 .014 
Expected effectiveness of organizational restructuring* 
Self-efficacy 
  .107 
Expected role ambiguity* Self-efficacy   .056 
Expected career uncertainty* Self-efficacy   -.095* 
R
2
 .225 .225 .238 
Adj R
2
 .217 .215 .220 
△R2 .225 .000 .013 
F 28.756 .001 1.666 
Dependent variable: Perceived effectiveness of organizational restructuring, *p < .10, **p < .05, ***p < .01  
Table 22 shows that Model 1 includes three independent variables of the expected 
effectiveness of organizational restructuring, expected role ambiguity and expected career 
uncertainty. This model accounted for 21.8% of the variance in managers’ perceived role 
ambiguity (R
2 
=.218). It shows that the expected effectiveness of organizational restructuring had 
a significant negative effect on perceived role ambiguity (β =-.233, p< .01), and expected role 
ambiguity had a significant positive effect on perceived role ambiguity (β =.253, p< .01). 
However, expected career uncertainty had no significant effect on perceived role ambiguity. 
Model 2 includes all three of the independent variables and the moderating item (self-efficacy). 
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This model accounted for 21.8% of the variance in managers’ perceived role ambiguity (R2 
=.218). It shows that the expected effectiveness of organizational restructuring had a significant 
negative effect on perceived role ambiguity (β =-.224, p< .01), and expected role ambiguity had 
a significant positive effect on perceived role ambiguity (β =.250, p< .01). However, expected 
career uncertainty and self-efficacy had no significant effect on perceived role ambiguity. 
Model 3 includes all of the three independent variables, the moderating item (self-
efficacy) and the three interaction items. This model accounted for 22.7% of the variance in 
managers’ perceived role ambiguity (R2 =.227). It shows that expected effectiveness of 
organizational restructuring had a significant negative effect on perceived role ambiguity (β =-
.216, p< .01), and expected role ambiguity had a significant positive effect on perceived role 
ambiguity (β =.247, p< .01). However, expected career uncertainty and self-efficacy had no 
significant effect on perceived role ambiguity. With regard to the three interaction items, no 
interaction item had a significant impact on the relationship between managers’ perceptions 
about the impending change and their perceptions about the change.  
Table 22 
Examination of Moderating Effect of Self-efficacy (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring   -.233*** -.224*** -.216*** 
Expected role ambiguity .253*** .250*** .247*** 
Expected career uncertainty .053 .058 .052 
Self-efficacy  -.032 -.045 
Expected effectiveness of organizational restructuring* 
Self-efficacy 
  -.035 
Expected role ambiguity* Self-efficacy   .027 
Expected career uncertainty* Self-efficacy   .066 
R
2
 .218 .218 .227 
Adj R
2
 .210 .208 .208 
△R2 .218 .001 .008 
F 27.535 .335 1.048 
Dependent variable: Perceived role ambiguity, *p < .10, **p < .05, ***p < .01  
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Table 23 shows that Model 1 includes three independent variables of the expected 
effectiveness of organizational restructuring, expected role ambiguity and expected career 
uncertainty. This model accounted for 11.2% of the variance in managers’ career uncertainty (R2 
=.112). It shows that expected career uncertainty had a significant positive effect on perceived 
career uncertainty (β =.257, p< .01). However, expected effectiveness of organizational 
restructuring and expected role ambiguity both had no significant effect on perceived career 
uncertainty. Model 2 includes all three of the independent variables and the moderating item 
(self-efficacy). This model accounted for 11.2% of the variance in managers’ perceived career 
uncertainty (R
2 
=.112). It shows that only expected career uncertainty had a significant positive 
effect on perceived career uncertainty (β =.256, p< .01). The other three independent variables 
had no significant effect on perceived career uncertainty. 
Model 3 includes all of the three independent variables, the moderating item (self-
efficacy) and the three interaction items. This model accounted for 12.8% of the variance in 
managers’ perceived career uncertainty (R2 =.128). It shows that only expected career 
uncertainty had a significant positive effect on perceived career uncertainty (β =.259, p< .01). 
Regarding the three interaction items, this model shows that the interaction item of expected 
effectiveness of organizational restructuring and self-efficacy had a significant negative effect (β 
=-.149, p< .10). It suggests that this interaction item had a significant negative impact on the 
relationship between managers’ perceptions about the impending change and their perceptions 
about the change. 
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Table 23 
Examination of Moderating Effect of Self-efficacy (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring   -.091           -.094         -.070 
Expected role ambiguity        -.085 -.086 -.091 
Expected career uncertainty   .257***             .256***        .259*** 
Self-efficacy   .008 .007 
Expected effectiveness of organizational restructuring* 
Self-efficacy 
  -.149* 
Expected role ambiguity* Self-efficacy   -.036 
Expected career uncertainty* Self-efficacy   .023 
R
2
 .112 .112 .128 
Adj R
2
 .103 .100 .107 
△R2 .112 .000 .015 
F 12.512 .020 1.709 
Dependent variable: Perceived career uncertainty, *p < .10, **p < .05, ***p < .01 
Overall, the results show the interaction item of expected effectiveness of organizational 
restructuring and OC had a significant positive effect (β =.167, p< .05), which suggest this item 
had an impact on the relationship between managers’ expected effectiveness of organizational 
restructuring and their perceived effectiveness of organizational restructuring. The interaction 
item of expected career uncertainty and OC had a significant positive effect (β =.103, p< .10), 
which suggests this item had an impact on the relationship between managers’ expected career 
uncertainty and their perceived career uncertainty. The expected effectiveness of organizational 
restructuring and POS had a significant positive effect (β =.257, p< .01), which suggested this 
item had an impact on the relationship between managers’ expected effectiveness of 
organizational restructuring and their perceived effectiveness of organizational restructuring. The 
expected role ambiguity and POS had a significant positive effect (β =.247, p< .01), which 
suggests this item had an impact on the relationship between managers’ expected role ambiguity 
and their perceived effectiveness of organizational restructuring. The expected effectiveness of 
organizational restructuring and POS had a significant negative effect (β =-.153, p< .10), which 
suggests this item had an impact on the relationship between managers’ expected effectiveness 
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of organizational restructuring and their perceived role ambiguity. The expected career 
uncertainty and self-efficacy had a significant negative effect (β =-.095, p< .10), which suggests 
this item had an impact on the relationship between managers’ expected career uncertainty and 
their perceived effectiveness of organizational restructuring. The expected effectiveness of 
organizational restructuring and self-efficacy had a significant negative effect (β =-.149, p< .10), 
which suggests this item had an impact on the relationship between managers’ expected 
effectiveness of organizational restructuring and their perceived career uncertainty. 
In sum, the results show that managers’ individual factors (POS, self-efficacy, and OC) 
affected the relationships between their expectations about the impending change and 
perceptions about the change outcomes.  
Research question 3. Does change impact affect the relationship between managers’ 
perceptions about the impending change and their perceptions about the change outcomes? 
Table 24 shows that Model 1 includes three independent variables of expected 
effectiveness of organizational restructuring, expected role ambiguity, and expected career 
uncertainty. This model accounted for 22.5% of the variance in managers’ perceived 
effectiveness of organizational restructuring (R
2 
=.225). It shows that expected effectiveness of 
organizational restructuring had a significant positive effect on perceived effectiveness of 
organizational restructuring (β =.336, p< .01), and expected role ambiguity had a significant 
negative effect on perceived effectiveness of organizational restructuring (β =-.167, p< .05). 
However, expected career uncertainty had no significant effect on perceived effectiveness of 
organizational restructuring. Model 2 includes all three of the independent variables and the 
moderating item (change impact on individual job). This model accounted for 22.8% of the 
variance in managers’ perceived effectiveness of organizational restructuring (R2 =.228). It 
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shows that expected effectiveness of organizational restructuring had a significant positive effect 
on perceived effectiveness of organizational restructuring (β =.334, p< .01), and expected role 
ambiguity had a significant negative effect on the perceived effectiveness of organizational 
restructuring (β =-.156, p< .05). However, neither expected career uncertainty nor change impact 
on individual job had any significant effect on perceived effectiveness of organizational 
restructuring. 
Model 3 includes all of the three independent variables, the moderating item (change 
impact on individual job) and the three interaction items. This model accounted for 23.1% of the 
variance in managers’ perceived effectiveness of organizational restructuring (R2 =.231). It 
shows that expected effectiveness of organizational restructuring had a significant positive effect 
on perceived effectiveness of organizational restructuring (β =.331, p< .01), and expected role 
ambiguity had a significant negative effect on perceived effectiveness of organizational 
restructuring (β =-.158, p< .05). However, neither expected career uncertainty nor change impact 
on individual job had any significant effect on perceived effectiveness of organizational 
restructuring. Regarding the three interaction items, none had a statistically significant effect. 
The results suggest that change impact on an individual had no moderating effect on the 
relationship between managers’ perceptions about the impending change and their perceptions 
about the change outcomes.   
Table 24 
Examination of Moderating Effect of Change Impact on Individual Job (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring   .336*** .334*** .331*** 
Expected role ambiguity -.167** -.156** -.158** 
Expected career uncertainty -.016 -.017 -.018 
Change impact on individual job  .055 .057 
Expected effectiveness of organizational restructuring* 
Change impact on individual job 
  -.009 
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Table 24 (cont.) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected role ambiguity* Change impact on individual 
job 
  -.053 
Expected career uncertainty* Change impact on individual 
job 
  -.015 
R
2
 .225 .228 .231 
Adj R
2
 .217 .218 .213 
△R2 .225 .003 .003 
F 28.756 1.121 .373 
Dependent variable: Perceived effectiveness of organizational restructuring, *p < .10, **p < .05, ***p < .01  
Table 25 shows that Model 1 includes three independent variables of expected 
effectiveness of organizational restructuring, expected role ambiguity and expected career 
uncertainty. This model accounted for 21.8% of the variance in managers’ perceived role 
ambiguity (R
2 
=.218). It shows that the expected effectiveness of organizational restructuring had 
a significant negative effect on perceived role ambiguity (β =-.233, p< .01), and expected role 
ambiguity had a significant positive effect on perceived role ambiguity (β =.253, p< .01). 
However, expected career uncertainty had no significant effect on perceived role ambiguity. 
Model 2 includes all three of the independent variables and the moderating item (change impact 
on individual job). This model accounted for 23.2% of the variance in managers’ perceived role 
ambiguity (R
2 
=.232). It shows that expected effectiveness of organizational restructuring had a 
significant negative effect on perceived role ambiguity (β =-.229, p< .01), expected role 
ambiguity had a significant positive effect on perceived role ambiguity (β =.229, p< .01), and 
change impact on individual job had a significant negative impact on perceived role ambiguity (β 
=-.122, p< .05). However, expected career uncertainty had no significant effect on perceived role 
ambiguity. 
Model 3 includes all three of the independent variables, the moderating item (change 
impact on individual job) and the three interaction items. This model accounted for 23.9% of the 
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variance in managers’ perceived role ambiguity (R2 =.239). It shows that the expected 
effectiveness of organizational restructuring had a significant negative effect on perceived role 
ambiguity (β =-.225, p< .01), expected role ambiguity had a significant positive effect on 
perceived role ambiguity (β =.224, p< .01), and change impact on individual jobs had a 
significant negative effect on perceived ambiguity (β =-.131, p< .05). However, expected career 
uncertainty had no significant effect on perceived role ambiguity. With regard to the three 
interaction items, none had a significant impact on the relationship between managers’ 
perceptions about the impending change and their perceptions about the change outcomes.  
Table 25 
Examination of Moderating Effect of Change Impact on Individual Job (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring   -.233*** -.229*** -.225*** 
Expected role ambiguity .253*** .229** .224*** 
Expected career uncertainty .053 .055 .066 
Change impact on individual job  -.122** -.131** 
Expected effectiveness of organizational restructuring* 
Change impact on individual job 
  -.010 
Expected role ambiguity* Change impact on individual 
job 
  .087 
Expected career uncertainty* Change impact on individual 
job 
  -.044 
R
2
 .218 .232 .239 
Adj R
2
 .210 .221 .221 
△R2 .218 .014 .008 
F 27.535 5.434 .966 
Dependent variable: Perceived role ambiguity, *p < .10, **p < .05, ***p < .01 
Table 26 shows that Model 1 includes three independent variables of expected 
effectiveness of organizational restructuring, expected role ambiguity and expected career 
uncertainty. This model accounted for 11.2% of the variance in managers’ career uncertainty (R2 
=.112). It shows that expected career uncertainty had a significant positive effect on perceived 
career uncertainty (β =.257, p< .01). However, the expected effectiveness of organizational 
restructuring and expected role ambiguity both had no significant effect on perceived career 
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uncertainty. Model 2 includes all of the three independent variables and the moderating item 
(change impact on individual job). This model accounted for 11.4% of the variance in managers’ 
perceived career uncertainty (R
2 
=.114). It shows that only expected career uncertainty had a 
significant positive effect on perceived career uncertainty (β =.257, p< .01). The other three 
independent variables had no significant effect on perceived career uncertainty. 
Model 3 includes all three of the independent variables, the moderating item (change 
impact on individual job) and the three interaction items. This model accounted for 12.6% of the 
variance in managers’ perceived career uncertainty (R2 =.126). It shows that only expected career 
uncertainty had a significant positive effect on perceived career uncertainty (β =.249, p< .01). 
Regarding the three interaction items, none had a significant impact on the relationship between 
managers’ perceptions about the impending change and their perceptions about the change 
outcomes. 
Table 26 
Examination of Moderating Effect of Change Impact on Individual Job (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring   -.091** -.090 -.097 
Expected role ambiguity .085  .078 .078 
Expected career uncertainty .257*** .257*** .249*** 
Change impact on individual job  -.038 -.032 
Expected effectiveness of organizational restructuring* 
Change impact on individual job 
  -.098 
Expected role ambiguity* Change impact on individual 
job 
  -.052 
Expected career uncertainty* Change impact on individual 
job 
  .073 
R
2
 .112 .114 .126 
Adj R
2
 .103 .102 .105 
△R2 .112 .001 .012 
F 12.512 .468 1.330 
Dependent variable: Perceived career uncertainty, *p < .10, **p < .05, ***p < .01  
Table 27 shows that Model 1 includes three independent variables of expected 
effectiveness of organizational restructuring, expected role ambiguity, and expected career 
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uncertainty. This model accounted for 22.5% of the variance in managers’ perceived 
effectiveness of organizational restructuring (R
2 
=.225). It shows that the expected effectiveness 
of organizational restructuring had a significant positive effect on perceived effectiveness of 
organizational restructuring (β =.336, p< .01), and expected role ambiguity had a significant 
negative effect on perceived effectiveness of organizational restructuring (β =-.167, p< .05). 
However, expected career uncertainty had no significant effect on perceived effectiveness of 
organizational restructuring. Model 2 includes all three of the independent variables and the 
moderating item (change impact on work processes). This model accounted for 22.5% of the 
variance in managers’ perceived effectiveness of organizational restructuring (R2 =.225). It 
shows that expected effectiveness of organizational restructuring had a significant positive effect 
on perceived effectiveness of organizational restructuring (β =.337, p< .01), and expected role 
ambiguity had a significant negative effect on the perceived effectiveness of organizational 
restructuring (β =-.167, p< .05). However, neither expected career uncertainty nor change impact 
on work processes had any significant effect on perceived effectiveness of organizational 
restructuring. 
Model 3 includes all three of the independent variables, the moderating item (change 
impact on work processes) and the three interaction items. This model accounted for 23.1% of 
the variance in managers’ perceived effectiveness of organizational restructuring (R2 =.231). It 
shows that the expected effectiveness of organizational restructuring had a significant positive 
effect on the perceived effectiveness of organizational restructuring (β =.340, p< .01), and 
expected role ambiguity had a significant negative effect on perceived effectiveness of 
organizational restructuring (β =-.166, p< .05). However, neither expected career uncertainty nor 
change impact on individual job had any significant effect on perceived effectiveness of 
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organizational restructuring. With regard to the three interaction items, none had a statistically 
significant effect. The results suggest that change impact on work processes had no moderating 
effect on the relationship between managers’ perceptions about the impending change and their 
perceptions about the change outcomes.   
Table 27 
Examination of Moderating Effect of Change Impact on Work Processes (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring   .336*** .337*** .340*** 
Expected role ambiguity -.167** -.167** -.166** 
Expected career uncertainty -.016 -.017 -.023 
Change impact on work processes  .007 -.005 
Expected effectiveness of organizational restructuring* 
Change impact on work processes 
  .046 
Expected role ambiguity* Change impact on work 
processes 
   .001 
Expected career uncertainty* Change impact on work 
processes 
  .076 
R
2
 .225 .225 .231 
Adj R
2
 .217 .215 .213 
△R2 .225 .000 .006 
F 28.756 .020 .758 
Dependent variable: Perceived effectiveness of organizational restructuring, *p < .10, **p < .05, ***p < .01  
Table 28 shows that Model 1 includes three independent variables of expected 
effectiveness of organizational restructuring, expected role ambiguity and expected career 
uncertainty. This model accounted for 21.8% of the variance in managers’ perceived role 
ambiguity (R
2 
=.218). It shows that the expected effectiveness of organizational restructuring had 
a significant negative effect on perceived role ambiguity (β =-.233, p< .01), and expected role 
ambiguity had a significant positive effect on perceived role ambiguity (β =.253, p< .01). 
However, expected career uncertainty had no significant effect on perceived role ambiguity. 
Model 2 includes all of the three independent variables and the moderating item (change impact 
on work processes). This model accounted for 21.8% of the variance in managers’ perceived role 
ambiguity (R
2 
=.218). It shows that the expected effectiveness of organizational restructuring had 
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a significant negative effect on perceived role ambiguity (β =-.232, p< .01) and expected role 
ambiguity had a significant positive effect on perceived role ambiguity (β =.253, p< .01). 
However, expected career uncertainty and change impact on work processes had no significant 
effect on perceived role ambiguity. 
Model 3 includes all three of the independent variables, the moderating item (change 
impact on work processes) and the three interaction items. This model accounted for 21.9% of 
the variance in managers’ perceived role ambiguity (R2 =.219). It shows that the expected 
effectiveness of organizational restructuring had a significant negative effect on perceived role 
ambiguity (β =-.234, p< .01) and expected role ambiguity had a significant positive effect on 
perceived role ambiguity (β =.253, p< .01). However, expected career uncertainty and change 
impact on work processes had no significant effect on perceived role ambiguity. With respect to 
the three interaction items, none had a significant impact on the relationship between managers’ 
perceptions about the impending change and their perceptions about the change outcomes.  
Table 28 
Examination of Moderating Effect of Change Impact on Work Processes (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring   -.233*** -.232*** -.234*** 
Expected role ambiguity .253*** .253*** .253*** 
Expected career uncertainty .053 .052 .055 
Change impact on work processes  -.011 -.010 
Expected effectiveness of organizational restructuring* 
Change impact on work processes 
  -.019 
Expected role ambiguity* Change impact on work 
processes 
  .018 
Expected career uncertainty* Change impact on work 
processes 
  -.033 
R
2
 .218 .218 .219 
Adj R
2
 .210 .207 .201 
△R2 .218 .000 .002 
F 27.535 .045 .193 
Dependent variable: Perceived role ambiguity, *p < .10, **p < .05, ***p < .01  
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Table 29 shows that Model 1 includes three independent variables of expected 
effectiveness of organizational restructuring, expected role ambiguity and expected career 
uncertainty. This model accounted for 11.2% of the variance in managers’ career uncertainty (R2 
=.112). It shows that expected career uncertainty had a significant positive effect on perceived 
career uncertainty (β =.257, p< .01). However, the expected effectiveness of organizational 
restructuring and expected role ambiguity had no significant effect on perceived career 
uncertainty. Model 2 includes all of the three independent variables and the moderating item 
(change impact on work processes). This model accounted for 14.1% of the variance in 
managers’ perceived career uncertainty (R2 =.141). It shows that only expected career 
uncertainty had a significant positive effect on perceived career uncertainty (β =.272, p< .01), 
and change impact on work processes had a significant positive effect on perceived career 
uncertainty (β =.172, p< .01). The other two independent variables had no significant effect on 
perceived career uncertainty. 
Model 3 includes all three of the independent variables, the moderating item (change 
impact on work processes) and the three interaction items. This model accounted for 15.4% of 
the variance in managers’ perceived career uncertainty (R2 =.154). It shows that expected career 
uncertainty had a significant positive effect on perceived career uncertainty (β =.271, p< .01), 
and change impact on work processes had a significant positive effect on perceived career 
uncertainty (β =.155, p< .01). Regarding the three interaction items, only the interaction item of 
the expected effectiveness of organizational restructuring and change impact on work processes 
had significant effect (β =.140, p< .10). It suggests that change impact on work processes had a 
significant moderating effect on the relationship between managers’ expected effectiveness of 
organizational restructuring and their perceived career uncertainty. 
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Table 29 
Examination of Moderating Effect of Change Impact on Work Processes (N=301) 
 
Predictors 
 
Model 1 
 
Model 2 
 
Model 3 
Expected effectiveness of organizational restructuring   -.091 -.116 -.091 
Expected role ambiguity  .085  .084 .097 
Expected career uncertainty .257*** .272*** .271*** 
Change impact on work processes  .172** .155*** 
Expected effectiveness of organizational restructuring* 
Change impact on work processes 
  .140* 
Expected role ambiguity* Change impact on work 
processes 
  .037 
Expected career uncertainty* Change impact on work 
processes 
   .001 
R
2
 .112 .141 .154 
Adj R
2
 .103 .129 .133 
△R2 .112 .029 .013 
F 12.512 9.861 1.467 
Dependent variable: Perceived career uncertainty, *p < .10, **p < .05, ***p < .01  
In sum, the results show that change impact on work processes affected the relationships 
between the managers’ expectations about the impending change and their perceptions about the 
change outcomes.  
Research question 4. Do managers’ expectations about the impending change, 
perceptions about the change outcomes, individual factors, and change impact relate to their job 
outcomes?  
Table 30 shows the correlation among the variables regarding managers’ expectations 
about the impending change and job outcomes. The results suggest that managers’ expectations 
about the impending change and job satisfaction had a significant correlation. Managers’ 
expectations about the impending change and job performance do not have a significant 
correlation. More specifically, managers’ expected effectiveness of organizational restructuring 
and job satisfaction had a significant positive correlation, expected role ambiguity and job 
satisfaction had a significant negative correlation, and expected career uncertainty and job 
satisfaction also had a significant negative correlation.   
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Table 30 
Correlation Coefficients for Manager’s Perceptions about the Impending Change and Job 
Outcomes 
 
Variables   r 
Expected effectiveness of organizational restructuring—Job satisfaction                  .28** 
Expected role ambiguity—Job satisfaction           -.25** 
Expected career uncertainty—Job satisfaction           -.20** 
Expected effectiveness of organizational restructuring—Job performance                  .08 
Expected role ambiguity—Job performance            .00 
Expected career uncertainty—Job performance            .03 
*p < .05, two tailed. **p < .01, two tailed. 
A simple regression analysis was conducted in order to better understand the 
relationships among variables. The following parts focus primarily on the statistically significant 
results of linear regression analysis. Figure 3 shows a significant and positive relationship 
between the expected effectiveness of organizational restructuring and job satisfaction. Table 31 
shows that managers’ expected effectiveness of organizational restructuring was significantly 
related to their level of job satisfaction (β =.275, p< .05). The regression model accounted for 
7.2% of the variance in managers’ job satisfaction (R2 =.072). 
                                
 
 
Figure 3. The relationship between managers’ expected effectiveness of organizational 
restructuring and job satisfaction (N=301) 
 
Table 31  
 
Summary of Regression Analysis for Expected Effectiveness of Organizational Restructuring and 
Job Satisfaction 
  
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.412 .169 .167 .79488 1 60.989 .000 
                                 
Job satisfaction 
 
Expected effectiveness of 
organizational restructuring 
R
2
=.072 
 
.275*** 
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Table 31 (cont.)                                                                                                                               
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Expected effectiveness of organizational restructuring .384 .049 .412 7.810 .000 
Dependent Variable: Job satisfaction 
Figure 4 shows a significant relationship between expected role ambiguity and job 
satisfaction. Table 32 shows that managers’ expected role ambiguity was significantly related to 
their job satisfaction (β =-.247, p< .05). The regression model accounted for 5.8% of the variance 
in managers’ job satisfaction (R2 =.058).  
                                
 
 
Figure 4. The relationship between managers’ expected role ambiguity and job satisfaction 
(N=301) 
 
Table 32  
Summary of Regression Analysis for Expected Role Ambiguity and Job Satisfaction  
 
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.247 .061 .058 .84510 1 19.475 .000 
                                                                                                                                                               
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Expected role ambiguity -.197 .045 -.247 -4.413 .000 
Dependent Variable: Job satisfaction 
Figure 5 shows a significant relationship between expected career uncertainty and job 
satisfaction. Table 33 shows that managers’ expected career uncertainty was significantly related 
to their job satisfaction (β =-.198, p< .05). The regression model accounted for 3.6% of the 
variance in managers’ job satisfaction (R2 =.036).  
 
 
Job satisfaction 
 
      Expected role ambiguity 
R
2
=.058 
 
-.247*** 
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Figure 5. The relationship between managers’ expected career uncertainty and job satisfaction 
(N=301) 
 
Table 33  
Summary of Regression Analysis for Expected Career Uncertainty and Job Satisfaction  
 
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.198 .039 .036 .85496 1 12.177 .000 
                                                                                                                                                               
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Expected career uncertainty -.168 .048 -.198 -3.490 .001 
Dependent Variable: Job satisfaction 
Next, with regard to managers’ perceptions about change outcomes and job outcomes, 
Table 34 shows the correlation among the variables regarding managers’ perceptions about 
change outcomes and job outcomes. The results suggest that the managers’ perceptions about 
change outcomes and job satisfaction had a significant correlation. In terms of job performance, 
only perceived role ambiguity had a low significant correlation with job performance. That is, 
most of managers’ perceptions about change outcomes and job performance did not have a 
significant correlation. More specifically, managers’ perceived effectiveness of organizational 
restructuring and job satisfaction had a moderate positive correlation, perceived role ambiguity 
and job satisfaction had a moderate negative correlation, and perceived career uncertainty and 
job satisfaction had a low negative correlation. In addition, perceived role ambiguity had a very 
low negative correlation with job performance.    
 
 
Job satisfaction 
 
      Expected career uncertainty 
R
2
=.036 
 
-.198*** 
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Table 34 
Correlation Coefficients for Manager’s Perceptions about Change Outcomes and Job Outcomes 
 
Variables   r 
Perceived effectiveness of organizational restructuring—Job satisfaction       .42** 
Perceived role ambiguity—Job satisfaction           -.47** 
Perceived career uncertainty—Job satisfaction           -.22** 
Perceived effectiveness of organizational restructuring—Job performance                  .07 
Perceived role ambiguity—Job performance           -.15* 
Perceived career uncertainty—Job performance             .00 
*p < .05, two tailed. **p < .01, two tailed. 
Figure 6 shows the significant relationships among managers’ expected effectiveness of 
organizational restructuring, perceived effectiveness of organizational restructuring, and job 
satisfaction. More specifically, Table 35 and Table 36 both show that managers’ expected 
effectiveness of organizational restructuring was significantly related to their perceived level of  
the effectiveness of organizational restructuring (β =.459, p< .05). The regression model 
accounted for 20.8% of the variance in managers’ perceived effectiveness of organizational 
restructuring (R
2 
=.208). Furthermore, managers’ perceived effectiveness of organizational 
restructuring significantly related to job satisfaction (β =.419, p< .05). The regression model 
accounted for 17.3% of the variance in managers’ job satisfaction (R2 =.173). 
                                
 
 
Figure 6. The relationship between managers’ effectiveness of organizational restructuring and 
job satisfaction (N=301) 
 
 
 
 
 
 
 
Perceived effectiveness of 
organizational restructuring 
 
Job Satisfaction 
 
Expected effectiveness of 
organizational restructuring 
R
2
=.208 
 
R
2
=.173 
 
.459*** 
 
.419*** 
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Table 35  
 
Summary of Regression Analysis for Expected Effectiveness of Organizational Restructuring and 
Perceived Effectiveness of Organizational Restructuring  
 
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.459 .211 .208 .89001 1 80.027 .000 
                                                                                                                                                               
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Expected effectiveness of organizational restructuring .484 .054 .459 8.946 .000 
Dependent Variable: Perceived effectiveness of organizational restructuring 
Table 36 
 
Summary of Regression Analysis for Perceived Effectiveness of Organizational Restructuring 
and Job Satisfaction  
 
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.419 .176 .173 .79184 1 63.758 .000 
                                                                                                                                                              
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Perceived effectiveness of organizational restructuring .365 .046 .419 7.985 .000 
Dependent Variable: Job Satisfaction 
Next, Figure 7 shows the significant relationships among managers’ expected role 
ambiguity, perceived role ambiguity, job satisfaction and job performance. More specifically, 
Table 37, Table 38, and Table 39 show that managers’ expected role ambiguity was significantly 
related to their perceived role ambiguity (β =.433, p< .05). The regression model accounted for 
18.5% of the variance in managers’ perceived role ambiguity (R2 =.185). Furthermore, 
managers’ perceived role ambiguity significantly related to job satisfaction (β =-.466, p< .05). 
The regression model accounted for 21.4% of the variance in managers’ job satisfaction (R2 
=.214). As opposed to managers’ effectiveness of organizational restructuring, managers’ 
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perceived role ambiguity significantly related to job performance (β =-.145, p< .05). The 
regression model accounted for 1.8% of the variance in managers’ job satisfaction (R2 =.018). 
 
                                
 
 
 
 
 
Figure 7. The relationship between managers’ role ambiguity, job satisfaction and job 
performance (N=301) 
 
Table 37  
 
Summary of Regression Analysis for Expected Role Ambiguity and Perceived Role Ambiguity 
 
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.433 .187 .185 .93121 1 68.894 .000 
                                                                                                                                                               
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Expected role ambiguity .408 .049 .433 8.300 .000 
Dependent Variable: Perceived role ambiguity 
 
Table 38 
Summary of Regression Analysis for Perceived Role Ambiguity and Job Satisfaction  
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.466 .217 .214 .77186 1 82.787 .000 
                                                                                                                                                              
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Perceived role ambiguity -.393 .043 -.466 -9.099 .000 
Dependent Variable: Job Satisfaction 
 
Perceived role ambiguity 
 
Job satisfaction 
 
Expected role ambiguity 
R
2
=.185 
 
.433*** 
Job performance 
 
-.145* 
R
2
=.018 
 
  -.466* 
R
2
=.214 
 
107 
Table 39 
Summary of Regression Analysis for Perceived Role Ambiguity and Job Performance  
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.145 .021 .018 .80372 1 6.434 .012 
                                                                                                                                                              
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Perceived role ambiguity -.114 .045 -.145 -2.537 .012 
Dependent Variable: Job Performance 
Figure 8 shows the significant relationships among managers’ expected career 
uncertainty, perceived career uncertainty, and job satisfaction. More specifically, Table 40 and 
Table 41 show that managers’ expected career uncertainty was significantly related to their 
perceived level of career uncertainty (β =.295, p< .05). The regression model accounted for 8.4% 
of the variance in managers’ perceived career uncertainty (R2 =.084). Furthermore, managers’ 
perceived career uncertainty significantly related to job satisfaction (β =-.222, p< .05). The 
regression model accounted for 4.6% of the variance in managers’ job satisfaction (R2 =.046). 
                                
 
 
Figure 8. The relationship between managers’ career uncertainty and job satisfaction (N=301) 
 
Table 40  
 
Summary of Regression Analysis for Expected Career Uncertainty and Perceived Career 
Uncertainty 
  
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.295 .087 .084 .97439 1 28.456 .000 
 
 
Perceived career uncertainty 
 
Job satisfaction 
 
Expected career uncertainty 
-.222*** R
2
=.084 
 
.295***
* 
R
2
=.046 
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Table 40 (cont.)   
                                                                                                                                                           
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Expected career uncertainty .293 .055 .295 5.334 .000 
Dependent Variable: Perceived career uncertainty 
 
Table 41 
 
Summary of Regression Analysis for Perceived Career Uncertainty and Job Satisfaction  
 
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.222 .049 .046 .85035 1 15.556 .000 
                                                                                                                                                              
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Perceived career uncertainty -.190 .048  -.222  -3.944 .000 
Dependent Variable: Job Satisfaction 
Moreover, Table 42 shows the correlations among the variables regarding managers’ 
individual factors (POS, self-efficacy, and OC) and job outcomes. The results suggest that POS 
and OC had a significant correlation with job satisfaction, and self-efficacy had a significant 
correlation with job performance. More specifically, POS and job satisfaction had a medium 
positive correlation, OC and job satisfaction also had a medium positive correlation, and self-
efficacy had a low positive correlation with job performance.    
Table 42 
Correlation Coefficients for Manager’s Individual Factors and Job Outcomes 
Variables   r 
POS—Job satisfaction       .41** 
Self-efficacy—Job satisfaction                   .11 
OC—Job satisfaction             .45** 
POS—Job performance                  .05 
Self-efficacy—Job performance             .25** 
OC—Job performance             .08 
*p < .05, two tailed. **p < .01, two tailed. 
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Based on the results of correlation analysis, POS and OC have a significant relationship 
with job satisfaction, but self-efficacy has a significant relationship with job performance. The 
results of regression analysis are the same. The following paragraphs only present the significant 
results of regression analysis of the relationships between each individual factor variable and 
each job outcome variable. Figure 9 shows a significant relationship between POS and job 
satisfaction. Table 93 shows that managers’ POS was significantly related to their job 
satisfaction (β =.412, p< .05). The regression model accounted for 16.7% of the variance in 
managers’ job satisfaction (R2 =.167).  
                                
 
 
Figure 9. The relationship between POS and job satisfaction (N=301) 
 
Table 43  
 
Summary of Regression Analysis for POS and Job Satisfaction 
  
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.412 .169 .167 .79488 1 60.989 .000 
                                                                                                                                                               
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
POS .384 .049 .412 7.810 .000 
Dependent Variable: Job Satisfaction 
Figure 10 shows a significant relationship between OC and job satisfaction. Table 44 
shows that managers’ OC was significantly related to their level of job satisfaction (β =.447, p< 
.05). The regression model accounted for 19.8% of the variance in managers’ job satisfaction (R2 
=.198).  
 
                 POS 
 
Job satisfaction 
 
R
2
=.167 
 
.412*** 
110 
                               
 
 
Figure 10. The relationship between OC and job satisfaction (N=301) 
 
Table 44 
  
Summary of Regression Analysis for POS and Job Satisfaction  
 
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.447 .200 .198 .78000 1 74.855 .000 
                                                                                                                                                               
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
OC .570 .066 .447 8.652 .000 
Dependent Variable: Job Satisfaction 
Figure 11 shows a significant relationship between self-efficacy and job performance. 
Table 45 shows that managers’ self-efficacy was significantly related to their job performance (β 
=.252, p< .05). The regression model accounted for 6.0% of the variance in managers’ job 
satisfaction (R
2 
=.060).  
                                
 
 
Figure 11. The relationship between self-efficacy and job performance (N=301) 
 
Table 45  
 
Summary of Regression Analysis for Self-efficacy and Job Performance 
  
 
    R 
 
R Square 
 
Adjust R Square 
 
Std. Error of the Estimate 
 
df 
        
      F 
 
p 
.252 .064 .060 .78607 1 20.311 .000 
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Table 45 (cont.)                                                                                                                                                             
 
Model 
 
B 
 
SE 
 
Beta 
 
t 
 
p 
Self-efficacy .341 .076 .252 4.507 .000 
Dependent Variable: Job Performance 
Table 46 shows the correlation among the variables regarding change impact and job 
outcomes. The results suggest that there was no significant correlation among these variables.  
Table 46 
Correlation Coefficients for Manager’s Change Impact and Job Outcomes 
Variables   r 
Change impact on individual job—Job satisfaction                   .10 
Change impact on individual job—Job performance             .05 
Change impact on work processes—Job satisfaction                   .06 
Change impact on work processes—Job performance             .10 
*p < .05, two tailed. **p < .01, two tailed. 
In sum, the results show that managers’ expectations about the impending change were 
related to their job satisfaction. Managers’ perceptions about the change outcomes were related 
to their job satisfaction. Managers’ perceived role ambiguity was also related to their job 
performance. Managers’ POS and OC were related to job satisfaction. Managers’ self-efficacy 
was related to job performance. Changed impact was not related to job outcomes.  
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Chapter 5 
Results: Research Question 5 
 
Results for Research Questions 
This chapter presents the results for the interviews. The interview texts for 15 managers 
were provided in the Appendix O. 
Research question 5. What have managers learned from their experience with this 
organizational restructuring? 
1. What did you know about this organizational change before it was officially announced? 
All of the low level managers interviewed did not have a clear idea about the change 
before it was officially announced. Furthermore, they expected that the change might not be a 
big one. “I actually did not know much [about the change], and I think there should not be a big 
change.” (Respondent 5) Some managers said that they only heard rumors regarding this event at 
that time.  
We employees do not know much [about the change], so people usually just repeat the     
rumors. Our labor union knows the best. We only listen to our supervisor and  
colleagues’ chatting, and then make a guess about who is going to take over our unit or  
who is going to lose his leadership position. Overall, we do not know much about the  
details. (Respondent 1) 
 
We did not hear much about the organizational restructuring. All of these things [about 
organizational restructuring] have been decided by our top management. They [the top 
management] may have some specific purposes, such as making more money for our 
company. (Respondent 2) 
 
Similar to the low level managers, the middle level managers only had a general idea 
about the change before it was officially announced. They said that they did not know the details 
of the change, but they made some guesses according to their experiences with change in this 
company. 
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Because our company has had organizational changes before, we probably can feel that 
there is a great chance that some type of organizational change will occur. However, I 
did not know much about the details of the change. Some units which provide similar or 
the same service are very likely to be merged in my view. Departments such as HR and 
marketing are very likely to be merged, and they are going to work together. (Respondent 
6) 
 
We continue to have many organizational changes. Also, we have such a thought, as 
employees, all we have to do is just follow our company! At that time, people said that 9 
units might be merged into 7 units, and some units might be merged afterward. 
(Respondent 7) 
 
More or less, I heard about the information related to this organizational change before it 
occurred. A company which is going to have a change usually releases some information 
to its employees for their psychological preparation for the change…Usually, the 
information about change is among the topics discussed by the employees. (Respondent 
8) 
 
High level managers also noted that they did not totally know about the change before it 
was officially announced although their positions were higher. Most of them only had a big 
picture of this change at that time. 
I did not know much about the change at that time since it was the headquarters’ 
strategy. I knew more when the details were released by our company. I just heard some 
rumors previously. No much! (Respondent 11) 
 
I did not participate in making this decision, so I did not know it beforehand. The team I 
originally led was merged into other teams since this was part of the headquarters’ idea. I 
didn’t participate in the discussion. After they [headquarters] finished the discussion, I 
was asked to attend a meeting explaining the change. I did not know my team would be 
merged until I attended the explanation session. I did not have too many feelings about 
the whole event. I just wanted to cooperate with this decision-making as much as 
possible. (Respondent 12) 
 
I did not clearly know what my role would be before the change happened. I knew there 
would be two possibilities. One was that I would serve as a high-level manager, and the 
other was that I would be a high-level engineer, but not lead subordinates. Both of these 
positions were possible in my view. (Respondent 13) 
 
2. How did you feel about this organizational change when informed about it? 
Low level managers thought that this organizational restructuring was more related to the 
higher level managers than themselves. Respondent 2 mentioned, “All of these things [about 
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organizational restructuring] have been decided by our top management. They [the top 
management] may probably have some specific purposes, such as making more money for our 
company.” In addition, low level managers did not have feelings about this change when they 
learned about the change because this company had several organizational changes in the past. 
Respondent 3 said that “I was not surprised about it [this organizational change] at all.”  Some 
managers did not think the change would be influential. For instance, Respondent 4 stated that “I 
felt that our company will not have a big change.” Furthermore, some felt that the change was a 
natural step in the evolution and development of this company.  
I think our company will often have all types of organizational change. I worked in the 
Taichung branch for 9 years, and I encountered many restructurings. Our company was a 
state-owned enterprise previously, so our organizational size was relatively large. Thus, it 
is reasonable for our company to merge two units into one, which can downsize this 
organization. I guess that it is possible for our company to continue to have another 
merger from now on. (Respondent 1) 
 
Some low level managers felt that the main purpose of the change was to encourage some 
poor-performing employees to accept early retirement packages and leave. “My intuition was 
that our company was trying to make some employees retire.” (Respondent 2) According to this 
manager, the organizational change could be an organizational tactic in terms of human resource 
management. By rearranging employees’ work teams, assignments, or workplaces, this low level 
manager assumed that some employees might leave instead of accepting a new position. 
Middle level managers thought that there was nothing to be afraid since organizational 
change was common and natural. As Respondent 9 stated, “I was good since my company said 
that our work location will not change. I did not panic, and I have no fear.” Middle level 
managers noted that they just followed the company’s strategy and cooperate with other 
colleagues. They stated that this company should have a restructuring sooner or later.   
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In order to expand business opportunities and markets, all companies try different 
business strategies. Thus, it is reasonable for our company to adopt the strategy of 
organizational restructuring along with the merging of political districts…To be honest, 
compared with other companies in this industry, I personally feel that our manpower and 
organization size is still somewhat bulky. So, I think it is a positive and inevitable 
strategy for our company to have this merger. (Respondent 8) 
 
High level managers showed positive attitudes about this organizational change. For 
example, Respondent 13 was expecting a positive impact on this company. He said that “I have 
higher expectations about this organizational restructuring since I hope the change can save our 
company’s operation cost.” Moreover, they talked about their support to this change, and they 
said they did their best to cooperate with the company’s strategy for enhancing competitiveness. 
They did not talk about their feelings about the change in terms of individual benefit. In contrast, 
the high level managers answered this question primarily based on this company’s angle.  
I believed that was what my company should do since the organizational structure would 
be too distributed if these two units were not integrated. On one hand, the external 
environment made our company do that. On the other hand, the merger of these two units 
seemed beneficial to us [employees]. We can unite the working systems, we have 
sufficient manpower, and we benefit each other. (Respondent 15) 
 
It’s normal. Restructuring is necessary if we [our company] want to be competitive in the 
market. The only difference is the speed [of change]. In other words, if we did not have 
this reformation two years ago, we would still have to change in the next two years. 
(Respondent 11) 
 
Talking about our service areas, we basically have one business department for one city. 
In order to conform to the merger of political districts, combination in our company is 
necessary and reasonable. (Respondent 14) Personally, combination is a trend. As for 
the way to combine, we [our company] need more coordination. (Respondent 12) 
 
3. What concerns did you have about this organizational change at that time? 
Most of the low level managers expressed that they did not worry about this 
organizational restructuring at that time because of two reasons. One reason is they have had 
some organizational change experiences working in this company; the other is that they felt the 
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change would impact only the higher level managers. Only one low level manager pointed out 
that he had some concerns about the changes in his workplace. 
As a little soldier [lower level employee] in this company, the change may not have such 
a huge impact on me. I have no specific concern. I have no special feelings about the 
change. (Respondent 1) 
 
We had previous experience with mergers. Compared with other colleagues, I am 
relatively younger, so I am not afraid [of the change]. Those who are more senior or who 
do not have good performance may have more concerns about this organizational change. 
After the merger, it can be expected that we are going to have fewer units, so our 
company definitely will have some early retirement packages to encourage those people 
[senior employees or those who do not have good performance] to leave earlier, but those 
are not for me. (Respondent 2) 
 
My only concern is related to the fact that the scope of our operation center will become 
larger due to the change. It may be an issue if we need to do job rotation. In this way, 
some staff may need to travel a longer distance for work. Fortunately, our company is so 
considerate that they [our company] may take commutation distance into consideration 
when arranging people’s jobs. As for the manpower, their units [the merged unit] still 
have their employees, and ours have ours, so it should not be a problem. (Respondent 5) 
 
 Some middle level managers reflected that they did not have many concerns about the 
organizational change at that time since they did not know a lot of details about it. For instance, 
Respondent 9 noted that “No concern! I did not have many ideas. I felt it was useless to think 
about that too much.” And Respondent 10 also said “In the beginning, I did not know much 
about this change, so I had no idea about what to be concerned about.” However, some middle 
level managers also conveyed their concerns about the change at that time. They talked about 
some concerns, such as changing workplaces, fewer job opportunities, heavier workload, and 
required new knowledge and job competencies. For instance, “I thought that after the 
restructuring, new technology equipment might commonly be used, and older employees will feel 
more difficult to learn new technologies.” (Respondent 8) 
I think the merger is certainly good for our company since it can create some synergy by 
merging units in which people have similar work. However, for employees specifically, it 
may not good news since some people may expect less promotion opportunities and 
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frequent relocation of manpower due to the fact that a merger may lead to less need for 
human resource in each organizational department. (Respondent 6) 
 
In my view, after the organization’s merger, everyone's workload will increase. For 
instance, three people’s jobs may be shared by two people. In other words, people will 
increase their workload and responsibility. Another concern is that due to some units of 
consolidation, the office locations will also change. Some people may need to commute a 
relatively long distance from their home to the office every day. (Respondent 8) 
 
Some of the high level managers reflected that they did not have any concerns. Three 
reasons might explain this thought. First, they thought that they were competent for any 
assignments, including facing a change. Second, they felt full support from this company and 
other colleagues, so all the problems could be discussed and negotiated. Third, they emphasized 
that this company is so humane that the employees’ welfare and concerns would be the priority 
when conducting any plans or changes.  
I was pretty confident about my abilities. I felt that the level of my career uncertainty was 
low because I generally know that there are only two possibilities regarding my 
promotions. One is to continue my current job as a manager, and the other is to be a 
senior engineer which is not a managerial position. Therefore, I have confidence in myself 
so that I am not worried even though our company is going to have a change. I will just 
do whatever I need to do. (Respondent 13) 
 
I did not worry about that much because my company is so humane. The employees and 
the company work well together, except at the time of the beginning of privatization 
many years ago. (Respondent 14) 
 
Still, some high level managers shared their concerns at that time. First, some managers 
worried about the new work team. The organizational culture and managerial issues in the new 
work team had been pinpointed particularly. It could be a challenge for leaders to lead the new 
merged team by successfully merging people from two separate teams. Also, they kept thinking 
about a better managerial approach to reorganizing work processes in the new work team, which 
could be another issue for all level managers in the new work teams. Therefore, one high level 
manager shared and discussed his ideas about how to cooperate with new team members and 
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with his original subordinates. With full psychological preparation for working with new team 
members, managers can expect a better merger as well as a better team. Second, some high level 
managers concerned about their career and roles in the future, they could roughly make a guess 
about the purpose and direction of this change in plans. They mentioned that they are going to do 
their best to work for this change. 
I indeed had some concerns because our departments may be adjusted after the 
organizational merger. We [I] were a bit worried about having a different job title, 
especially since we did not know which department we would work after the merger. 
However, we [I] would accept the arrangement of the new work as long as the senior 
managers asked us to do so. We [I] would try our [my] best to meet the company’s 
decisions and expectations. (Respondent 12) 
 
It is impossible that we [I] did not worry about the restructuring. What we worried about 
was that newcomers may need some time to get used to the culture in our department 
after the merger. I also worried about the management. It would surely take some time 
for new management to apply specific techniques and new ways of management. The 
managerial techniques should be applied appropriately and flexibly. (Respondent 11) 
 
On one hand, as I just mentioned, they [we] did the change according to the trend. On the 
other hand, I had discussions with all my lower-level managers about what to do after 
change. We would be in charge of the distribution of jobs and manpower. For instance, 
our accounts would be united. They [the other unit] did not have enough manpower 
before the merger, and now, we [the merged unit] will take charge of and share their 
workload so that it is more efficient after the merger. I believe that they have the feeling 
that we took care of them after the merger because we had considered everything 
beforehand. (Respondent 15) 
 
4. Before the organizational change took place, did you talk to anyone or take any other 
 action to find out details about it? If so, what did you do? 
The low level managers stated that they did not have any formal channels to find more 
details about the change. The only way they obtained information only by chatting with other 
colleagues. 
When there will be some news about change, there will be some rumors and discussion 
among employees. People like to chitchat. Some supervisors may join the talks. Those 
employees like my position level may talk with someone in labor union. They may go to 
different units and have a chat with other colleagues. (Respondent 1) 
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Basically, we had many meetings before the start of the organizational restructuring. In 
the meetings, they discussed that the priority of this change will concentrate on the units 
providing similar services. Since there was a clear and basic direction of this change, it is 
easier for us to get a picture of this change. In addition, people liked to talk even though 
there was no formal document about the change yet. (Respondent 3) 
 
People liked to talk about pros and cons about the organizational restructuring privately. 
Someone who was good at this issue regarding organizational change might like to share 
their opinions. (Respondent 5) 
 
The middle level managers did not have any types of information seeking behaviors 
before the organizational change took place. They only obtained limited information through the 
union’s announcement, meetings, emails, and acknowledgements from their supervisors. Based 
on previous experience, middle level managers said that they could generally get a picture of the 
organizational restructuring through these information channels.  
We can only learn about the change from some messages sent out by the labor union 
through emails. Our company will not send a notice out when their plan is not determined 
yet. We generally only know which units will be merged. (Respondent 6) 
 
Generally these draft messages [about the change] were not official notices from the 
head office. We had meetings only to discuss the framework. We only know a little. 
Everything is uncertain until the change plan has been officially announced. (Respondent 
7) 
 
During the meetings, our upper level managers usually did not talk explicitly about 
information related to the change. However, based on previous cases of change in our 
company, such as the merger of south and middle branches, we can make a guess about 
the change this time. (Respondent 8) 
 
Similar to other managers, high level managers did not have any information seeking 
behaviors for discovering the details about the change before the organizational change took 
place. They said that the top management revealed information about the change to them through 
formal documents, meetings, or emails. It could be possible that they knew the direction and 
situation of the change earlier. Also, they might relatively know more information about the 
change than their subordinates due to their position levels.  
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Our company often had very formal explanation sessions and relevant documents, and 
then employees would understand more about the new arrangement of human resources 
and jobs. Moreover, because I was one of the staff who joined in the change planning, I 
had some better ideas about the change. (Respondent 14)We met many times with the 
senior managers in different departments. Those higher-level managers planned the 
merging departments first. (Respondent 15) 
 
If they [my company] want others to replace my position, it is fine for me but they may 
be not that familiar as me. To me, I can do either a manager or a senior engineer. These 
two were the possible job positions for me after this organizational restructuring. They 
did not announce any information about our job positions until two weeks before the 
outbreak of restructuring. The top managers negotiated and discussed what to do. If they 
do not inform you [me], then you [I] will not know what you [I] will do. Some people will 
ask their supervisors or top managers about their jobs in the future, but it is not for me. 
(Respondent 13) 
 
5. How did you think the change might affect your own job situation? 
  One of the low level managers interviewed stated that he did not feel the change would 
affect his own job at that time. However, he thought that he might have a new supervisor in his 
unit afterward, and then the unit would need to prepare themselves in order to respond to the new 
leader’s leadership, business focus, and orders. 
In my opinion, there will be no big change impact on my job as a low level manager. 
However, it is possible that we are going to have a new leader in our center or division, 
and then we will have to adjust ourselves to work with him or her. Moreover, people may 
need to relocate workplaces depending on the new leader’s strategies. My previous 
experience was that our manager focused more on customer service and marketing, so 
many of our engineers were rotated to work for customer service and marking. It was so 
difficult for engineers to do those jobs that they were not familiar with. (Respondent 1) 
 
Also, some low level managers interviewed stated that the change might affect many 
aspects of their jobs, such as job content, their work places, and their areas of responsibility since 
the merger of two branches would expand the work areas they were responsible for. In addition, 
they might need training for new knowledge and skills in order to work with new machines after 
restructuring.   
It is possible that my job will change in that the job area we are responsible for will be 
broader in the future. It may be good news for some people because they can work at an 
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office closer to their home. In contrast, it could be bad news for some people because 
they may need to work in an office which is farther away from home. However, the job 
content will not have a big change in general since similar units are going to merge 
together. (Respondent 3) 
 
I worry about technology. I am responsible for the traditional switch telecommunications 
machines, but they [machines] will probably be replaced by newer generation of 
machines soon….my previous work experience and skills are totally different from what 
I need for the new technology and machines. It may take me as least half a year to learn 
the new technology and machines. The new technology and machines are so new that 
even their manufactures do not totally understand everything about the machines. 
(Respondent 2) 
 
Most of the middle level managers thought the change might not affect their own job 
situations because the restructuring might only merge the units which provide similar services. 
This organizational change was more about the change of political and divisional titles. Thus, 
they did not expect a big change impact on their own jobs. They expected that this organizational 
restructuring might change the job areas which they were responsible for, so the workload would 
be increased. Furthermore, along with a larger of their responsible areas, they might need to 
relocate their workplace or rotation area.   
I expect there will be no big change for my job! No matter what changes take place, I will 
do my best. I think the workload might be increased, but you will never know what will 
happen until the end. Thus, I will not make a guess, but I know I will need to do some 
corresponding adjustments. (Respondent 9) 
 
When you ask me about the impact of change on my job, I thought about the previous 
merger of the northern and southern Taichung branches, and the merger of central 
braches and southern branches. Some employees may need to change their offices due to 
the change. This situation may happen to me this time as well. (Respondent 8) 
 
Employees in the Taichung branch took care of Taichung district, while employees in 
Feng-Yuan branch took care of the Feng-Yuan district. We are going to take care of our 
own districts even though there will be a merger of Taichung and Feng-Yuan branches. 
Thus, I did not expect a big impact on my job. (Respondent 6) 
 
High level managers said that their workload might certainly increase, their office 
location might be changed, and their roles and assignments could be altered. However, they were 
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confident in their ability to deal with these changes. They showed their willingness to take more 
responsibility, workload, different roles, and various duties and they stated that these things were 
not big deal. They paid more attention on the match of an individual’s competencies and job 
assignments. They said that individual and the company’s performance were their main concerns 
after this change.    
Actually, the merger has only brought me more workload. There’s not too much benefit. I 
have more responsibilities. But as for the entire company, we do not want to have two 
main heads in our company. Originally, we did different things, but now we do the same 
job with the same working system, which saves time. (Respondent 15) 
 
Being a manager or an engineer will both be good for me. To my knowledge, there are 
only two possibilities, but I do not know which one I will be assigned after the change. As 
for being an engineer, I may work in this [current] department or in other departments. 
The top management will not release specific information about human resource until 
two weeks prior to the start of this organizational restructuring. (Respondent 13) 
 
We probably will move to another office later. Another important issue is whether 
personal expertise can be emphasized because the merger will make us to do different 
jobs. It would be a loss both for the company and an individual if employees cannot do 
their jobs according to their expertise. So, in the change process, it is important for the 
company to arrange employees properly based on their expertise. (Respondent 14) 
 
6. Looking back over the past two years since the reorganization, how has the change affected 
your own job and work processes? 
Looking back over the past two years since the start of organizational restructuring, the 
low level managers had coherent and similar answers about how the change had affected their 
jobs and work processes. All of the low level managers interviewed talked about that the 
increasing amount of work was the most salient change impact on their jobs, but felt they could 
still handle the workload. “I was responsible for five units previously but now I am taking over 
six units. It is true that I have more workload but overall, I can handle it very well. I am good!” 
(Respondent 5) 
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Our [my] workload will definitely increase in terms of my specialty in switch 
telecommunications machines. After the change, I am still good at meeting all the goals 
and finishing the jobs. However, those who originally worked in other departments may 
not be able to do their jobs easily as me. (Respondent 2) 
 
The middle level managers shared more information about the change impact on their 
own jobs and work processes. The managers whose unit merged with the other unit mentioned 
that their job content and work processes remained similar, but some aspects of their work 
including the workload, duties and management, team discussions, peer negotiation, and 
communication increased.   
My work content has not been changed a lot, but I have a relatively larger scope of work. 
All I have to do is try to deal with it. For instance, before I only needed to handle one 
unit, but later I became responsible for the entire two units. Thus, the workload has 
become larger. In the past, I was only in charge of eight machine buildings, but I need to 
deal with fourteen. (Respondent 9) 
     
Both the workload and work responsibilities are increasing. My responsibility has been 
doubled. I need to manage more machine buildings, I have more people to lead, and 
more jobs to do. So I have more pressure. Nevertheless, I still can do it since my job 
performance is good and my workload is acceptable. In terms of work pattern and 
process, both of them have no change. (Respondent 8) 
 
Although the workload has been heavier and the scope of work has been larger in the 
past two years, I feel more respected and dignified. Right now, I can focus on my 
profession, and I do not need to do some extra work that we are not good at. (Respondent 
7) 
 
In the past, we had two separate operation centers, and each of them had its own director. 
Now, after the merger of two operation centers, our center has only one director. In the 
past, the work process could be very different for each department, but now we need to 
discuss things with each other in order to have one unified process. In addition, our 
workload has increased because the merger has made us unify our jobs, so my team 
handles all cases of the same job now. Consequently, we need to discuss the new 
situation and adjust to a workflow we can use for now. (Respondent 6) 
 
On the other hand, the middle level manager whose unit was merged by the other unit 
said that his job was very different from that prior to the change. Respondent 10 was a good 
example. He did not have the lead position any more due to this restructuring so his work process 
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was changed. He did not have the authority to make final decisions about his work, and he had 
more assignments than before. The following is Respondent 10’ interview excerpt.     
My original unit and another one have been merged, so I do not have the supervisor’s 
position anymore. Our new supervisor has taken over the leave and absence system and 
the performance appraisal system since only one leader is needed to deal with an 
appraisal. I have one more supervisor than I had in the past. In fact, my new supervisor 
still divides our duties separately. I am still in charge of all the machines I took care of in 
the past, and he is in charge of the ones he took care of originally.  But, I have one more 
process to go through in terms of administrative procedure. That is, I have to report to 
my new supervisor when I want to do something. (Respondent 10) 
 
The reorganization affected high level managers’ jobs and work processes to different 
extents. Some high level managers’ workload and job contents have been changed drastically, 
but some of them did not have a big change and only had an increase of their workload such as 
leading more subordinates or taking on more responsibilities. They expressed that they are 
always ready for increased workload. Here are some of their statements: 
In my case, I am managing one more unit due to this organizational restructuring. There 
are more staff on my team now. In other words, I supervised more people. My team takes 
responsibility for one more job related to broadband. I do not feel there is a great impact 
of this organizational change on my own job. It is totally fine for me if my company 
gives me more units. I think I am able to handle whatever my company assigns to me. As 
for me, I only need to lead more people. In addition, the broadening of job duties may not 
have a negative impact in my opinion. When the jobs are more challenging, all I have to 
do is to make more effort to take care of the added groups of people and units on my 
team. (Respondent 13) 
     
Of course, I have had more responsibilities than before. Taichung was the only area that I 
was in charge of, but now I am taking care of two areas, Taichung and Feng-Yuan. With 
more workload, bigger work area, and more manpower, we have many more 
responsibilities. We’ve ever considered this before. I have confidence that I will be able 
to do the new job well, and I am happy with my job satisfaction and performance. 
(Respondent 11) 
 
In contrast, for those high level managers whose jobs had a big change due to this 
organizational restructuring, they had more challenges. Nevertheless, they were so positive and 
active. They said that they might have some valuable characteristics and competencies, so the 
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company assigned the more challenging but important missions to them. Some managers needed 
to commute for a longer distance, which has been described as nothing. Some managers had to 
take care of more subordinates and offices, and they have figured out some efficient managerial 
approaches to showing care for the newly merged team members. Moreover, some managers 
even adjusted the original work processes in order to make their jobs function better.         
My work place and the nature of my work have changed, and actually I predicted these 
situations before the restructuring. Now I work in another building, which is three or four 
miles away from the old one. I am pretty okay with the distance. As for the nature of the 
work, originally I did CT (communication technology), and now I do IT (information 
technology). (Respondent 14) 
 
My work has been changed totally. For now I am doing work in another field because the 
team I led was merged. Originally, I was responsible for transmission and broadband. 
Now I am working with electricity exchange, which is completely different from the field 
that I was in before. Therefore, you can tell my area of work changes a lot. Although the 
nature of the work changes a lot, I am still positive and hardworking. In fact, it is not for 
us [me] to choose the job. Instead, it is for the boss to assign us [me] the job. It is the boss 
who assigns us [me] to be in charge of different jobs, fields, people, teams, offices and so 
on. I feel that I get accustomed to this kind of challenge very soon. I am also very 
confident in facing these challenges and jobs. I feel that my boss has quite a bit of 
confidence in me, and also in my ability, so he assigned me to take care of these new 
jobs. (Respondent 12) 
 
I try my best to take care of the offices and teams that belong to me. Before this, 
everything was fragmented. After the merger, we are like a big family, and they have 
become one part of my big family. Thus, I have to work harder to go to their offices to 
talk to them, and to know what they need. Usually, I regard their needs as the priority so 
that they will feel that merger benefits them. So during these two or three years, they feel 
that they are taken care very well. (Respondent 15) 
 
In terms of work processes, the workflow in the management part should be altered.  
Management was fragmented before. Everyone took care of his own business. Now, the 
public telephone center controls and collects all conditions and information. Now, we 
have a metropolitan area, a coastal line and a mountain line. We have the three parts in a 
unified system, which took us about half a year to plan. So I think we are integrating 
them successfully. I give the integration score an 80 or above. (Respondent 15) 
 
7. What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not?  
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Some low level managers reported that some things that they were concerned about did 
happen. For instance, as they answered in previous questions, some of them had new supervisors, 
and some needed to learn new technology and skills. However, still some low level managers felt 
that nothing had changed. 
Yes! Yes! Things went on as I expected…For us, we are relatively younger and we have 
kids and family to take care of, so we definitely need to learn these new technologies by 
taking training courses. Just like my school years! It is so exhausting for me to learn new 
things at my age. I am fifty already. All of these things are totally new…I am also 
leaning and working with new technology currently as well. (Respondent 2) 
 
I did not expect any difference before the change. I only wondered who was going to take 
over our unit after change. Actually, I felt everything was similar after the merger. 
(Respondent 1) After the merger, nothing special happened to me. There won’t be 
another merger from my perspective since this merger seems appropriate for our jobs. 
(Respondent 5) 
 
Middle level managers’ expectations about the change and their perceptions about the 
change outcomes were diverse. Some middle managers mentioned that things they were 
concerned about did happen after the merger, but some middle managers reported that they had 
unexpected change outcomes, which made them stressed.    
The change outcomes are very close to my expectations. Not much has changed actually. 
Some people worried that there would be changes in our work places, but there ended up 
being no change. Our union did some communication with the top management of our 
company, and our top management guaranteed that they would try everything not to 
change employees’ workplaces. In addition, they promised that they would respect the 
employees’ views. (Respondent 9) 
 
Before the change, I expected that just my workload would increase because I thought the 
merger would be between two units. However, now I have to lead two units and all of the 
subordinates on my own right now, which is beyond what I had expected. (Respondent 8) 
 
My workplace did not change at all. However, the administration and leadership have 
become more problematic now... In addition, my workload has increased as well. In the 
past, I only needed to do whatever my director asked me to do. However, right now I also 
have to listen to my new supervisor as well as my director. I have also been assigned 
more projects since the leader of our unit changed to another unit. I am currently taking 
responsibility for his administrative tasks. So, my workload has drastically increased due 
to this organizational restructuring. (Respondent 10) 
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High level managers stated that what they were concerned in advance did happen after 
the change. Their concerns were related to human resource management and team work. 
Furthermore, even though many of their concerns were realized, they had been dealt with well 
already. High level managers sensed possible issues and concerns in advance and tried their best 
to figure out some solutions for these problems.        
Yes. They [my concerns] did happen. Just as I mentioned, the manpower was not enough. 
Like the center takes care of the accounts. With the development of computers, we do not 
need two offices to take care of accounts. So, now the operation center can take care of 
everything about accounts. The center can take care of all trivial duties in order to save 
manpower. After the merger, locations of some offices became far. We also tried to be 
considerate of the employees’ workload so that they would feel we were concerned about 
them. (Respondent 15) 
 
We could hold regular meetings in the same offices before. No transportation was needed 
since other colleagues were nearby. Now everyone has to go to the operation center for 
meetings. More specifically, before the merger, we had the labor safety morning meeting 
once a week. But after the merger, we have the meeting once every two months. In this 
meeting, all employees are required to come to the center because we announce some 
notices and information in the meetings. In between the two meetings, we make it up with 
managers’ meetings. That is, the managers need to come to the center for meetings.  The 
number of managers is not that many, so it is more convenient for managers to come here 
for the meetings together. Basically, we do not want to ask employees to come back often 
since they are so busy with their jobs. We only require managers to come back and ask 
them to have sufficient communication with their subordinates. (Respondent 15) 
 
The things I anticipated [My concerns] did happen. I was changed to a totally different 
office. The team that I led was canceled, and my team members were assigned to different 
offices. I led seven offices originally. Those seven offices were merged into other offices, 
and mine was the only one left. Actually, we all try to cooperate with the decision-
making of the executive officers. We do not choose where to go. (Respondent 12) 
 
The things I worried about [My concerns] did happen. Not only did it happen in my 
office, but it also happened in other offices. It is about the office culture and workflow. 
For example, the workflow is different. One office was merged into mine. I think the 
leaders should insist the correct workflow and approaches of practice. When promoting 
the policy, we [I] have to be patient. Once we [I] are impatient, new merged members 
and offices will not accept our office culture. We [I] have to change it step by step. For 
example, there are 10 important items to change. We cannot put them all into practice at 
once. We have to do the most important one first. After everyone gets used to it, we will 
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start the second. We have to implement them one by one so that there will be fewer 
obstacles. (Respondent 11) 
 
Also, there are many things that we [I] do not have to discuss with every member. If the 
merged offices present good ideas, we [I] would adopt their ideas. Likewise, if there are 
disadvantages, we [I] will have to adjust to make them better. Let’s say, if we [I] want to 
have the outcome as a score of 80, 60 or 40, we have to work hard for 10 days, 5 days or 
1 day respectively. I have to communicate these ideas with them [new team members]. I 
have to use scientific ways to persuade them [team members] to achieve a score of 80. 
We [My team and I] should do important things first; we [my team and I] also need more 
time to accomplish our work. We [I] also need to obtain their [my new team members’] 
agreement and commitment. (Respondent 11) 
   
8. Two years after the reorganization, what are your feelings now about the organizational  
change? 
Most of the low level managers interviewed conveyed similar feelings about the 
organizational restructuring. They emphasized that the impact of the change was more on the 
higher level managers. They felt that the change impact was comparatively slight on them. They 
agreed that the organizational restructuring could help this company downsize, which was good 
for this company. However, there might have been some disadvantages for these low level 
managers, such as increasing workload, new leaders, new jobs, new technology to learn, and 
fewer opportunities to get promoted in the future. They tried their best to cooperate with the 
change when they were needed. 
I feel that the change is more beneficial for the top management in our company. There is 
no difference for us. Yes, the area we have to take care of is larger in terms of our job 
territory. Also, the workload is heavier than we had in the past. In these two years, I feel 
that there is no big deal at all due to this restructuring. (Respondent 3) 
 
I think it is a good thing for our company to have this restructuring in that our company 
can avoid redundancy in terms of manpower and resources. However, the change has 
caused employees some uncertainty and pressure invisibly along with the increasing 
workload or manpower adjustment. We need to deal with some problems for uncertainty 
and adaptation, or face some trouble since some colleagues may leave or come to work 
with us. (Respondent 2) 
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The change has led to some obvious advantages such as reducing some manpower in our 
company. In the past, we had ten supervisors overall, and now we only have five…if you 
want to get promoted, you will see fewer positions and chances due to restructuring. To 
be honest, this direction is right for our company since we do have too many employees 
and downsizing is correct. (Respondent 4) 
 
Two years after this change, most of the middle level managers have a fair attitude 
toward this restructuring. One manager said that it might have been better if this company had 
not had this organizational restructuring although they tried their best to support the company 
strategy and cooperate with colleagues. Some said that the organizational restructuring had some 
drawbacks for individual employees. For example, after the change, most of the middle level 
managers not only had heavier workloads, but also faced more work stress, managerial problems, 
and manpower issues. In spite of the problems and the weakness of this change, the middle level 
managers recognized that this change was necessary in order to save operating costs.   
In my view, to maintain the current situation (not to merge) may be a good idea as well. I 
feel that the units and jobs in our company are sometimes not well-divided, so I think the 
change may not be particularly good. However, we cannot do anything to change this 
because all of these are the company’s policies. We just try to do everything, and I 
believe we will survive. Also, I think our company is nice to employees, so the 
restructuring will probably be helpful for our company and us. (Respondent 9) 
 
In my opinion, our unit has had a good result in terms of the human resource downsizing. 
In addition to the merger, our company provided an early retirement package for seniors, 
and they stopped recruiting newcomers. So the number of employees has gradually 
reduces. However, some units may have a shortage of human resources, so they need to 
negotiate with our machine venders, and share jobs with them. (Respondent 8) 
 
Our company has reached a mature stage, so having mergers is a must. I think this will 
not good for newcomers. Compared with those who have worked in this company for a 
while, they will have less work and promotion chances. Now, the mature company needs 
to reduce the variety of expenses by downsizing manpower. Thus, that is what it will do! 
(Respondent 10) 
 
High level managers were positive toward the change outcomes, and they said it was a 
win-win policy both for the company and employees in the long run. The only shortcoming was 
the increased workload.  
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I think the pros are more than the cons. Take administration management for example, it 
turned out that only one administration system existed after the merger. Therefore, many 
employees had to change their workplaces and work together. However, the nature of the 
work and location of the workplace was still okay for most employees. Our operation 
center is responsible for IT in our company, which is one of biggest offices in our 
company. Because of this merger, we gathered all the people of various competencies 
together so that we could have the proper arrangement of human resources, which 
benefits our work performance. (Respondent 14) 
 
Our company has a yearly evaluation. The Feng-Yuan center always gets the first prize 
for their workers’ service. In contrast, our center gets the first prize all the time for the 
revenue. After the merger of these two enters, we received two first prizes. The revenue 
of Feng-Yuan center was not that good. We can make up their shortcomings. We want to 
learn and to do as well as them when we know they get first prizes in terms of workers’ 
service. So, the merger brings us greater benefits. I think that our company’s strategy to 
proceed with the merger was pretty nice. Many offices are integrated very well. 
(Respondent 15) 
 
Before this change, I already had a pretty positive attitude toward this organizational 
restructuring. Now, I also feel this change has been beneficial to our company so far. 
Take our marketing department for instance, after the merger, the two marketing units 
can work together now. It is obvious that they will have synergy by planning and 
operating together. I think they will also improve their efficacy. In addition, the HR 
departments also have better job performance due to the merger. The HR department now 
can have double human resources, and these workers can share the same job objectives. 
(Respondent 13) 
 
There is very substantial improvement in terms of job satisfaction and job performance. 
One part of the work of my office is the internal customer service. When we’ve achieved 
a score of 80, the colleagues in the customer network unit will trust us. If we only get a 
40, it indicates that they think we are slackers. As time passes, they will not trust us at all. 
We have to work hard to make the other offices trust us so that we have continual 
cooperation. (Respondent 11) 
 
9. What are your feelings now about your company? 
Overall, the low level managers were positive toward their company when asked about 
their feelings now about their company. Respondent 1 stated “our company actually respects 
employees very much. Our company is humane.” Moreover, they were confident of this 
company’s future. Respondent 5 mentioned that “in this industry, we actually do not have other 
competitors since other companies do not want to invest in this part. Thus, we are a dominant 
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company in this field.” However, they raised an issue about the company’s business, operation, 
and the intervention of the government. Low level managers did not feel positive about the 
government’s intervention and its impact on the company’s competitiveness, but they were 
willing to try their best to work with this company. 
Our company is still controlled by our government. Therefore, our company usually has 
to follow the government’s policies. For instance, the government wants us to share some 
profit with private companies, or lease some equipment to private companies at a cheaper 
rate. In this way, our surplus has been less and less year by year. (Respondent 1) 
 
In our company, there is a lot of interference from the outside. Our government 
surrenders part of our profits to other companies, which reduces our profit and revenue... 
I feel that it is not reasonable for our company to surrender profits to other companies 
since our company is not a state-owned enterprise any more. (Respondent 4) 
 
Middle level managers had positive feelings, and they were confident that the company 
was going to be competitive in the industry. Still, many middle managers thought the 
intervention of the government in the company business and operations could be an issue, which 
could negatively impact the employees.     
We are also the leading company in the telecommunications industry! Taichung 
operation center is one of the best operation centers in my company. I think we can do 
better after this change. (Respondent 6) 
 
I think my company is working pretty well. However, because of the impact of 
environmental changes, as well as industry competition and the support for the 
government’s policy of lowering call rates, voice mail, and broadband Internet access 
rates both fell. Therefore, our company's total revenue in recent years has decreased. It is 
certain that the top management in our company has its own strategies for maintaining a 
leading role in this industry. I am just a little employee, so I can only see our company’s 
business from my own angle. I am very confident that our management team knows how 
to make our company better with their strategies, and they will try to increase our profit 
more. (Respondent 8) 
 
I feel my company is pretty competitive. However, although we have privatized, the 
government is still the biggest shareholder of our company. The government often 
intervenes in our company’s business. For instance, our company is forced to adjust the 
rate of long-distance telephone calls to be similar to general phone rate, which is not 
reasonable from my perspective. In general, the long-distance phone call should be more 
expensive since the phone calls must be transmitted through more switches. Thus, the 
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rate should be higher since it will be more costly. This strategy makes our company earn 
less money which can decrease the total revenue and impact our welfare. (Respondent 
10) 
 
High level managers were satisfied with the company. They provided positive comments 
regarding this company’s competitiveness and employees’ welfare, and they had positive 
feelings about this company.        
The satisfaction of our employees is more than dissatisfaction. Compared to other 
companies, our company ranked as the sixth happiest enterprise in all of Taiwan this 
year. Based on this, we can tell that our employees are pretty much satisfied with our 
company. (Respondent 14) 
 
I view myself as an employee with high levels of organizational commitment. I like to 
see the bright side of everything. My idea is that I should work hard for my company 
since my company pays me that much. I also expect this organizational restructuring can 
make my company better. To be honest, our company is a good company that pays us 
pretty well. (Respondent 13) 
 
Similar to lower level managers, high level managers mentioned the possible impact of 
the government’s intervention. The impact of the government’s intervention might not be related 
to this organizational change, but high level managers thought the government’s intervention 
may affect this company’s future and development. 
I think our company's competitiveness is going down. Although it is a [privatized] 
company, the government is still the main shareholder. So we have to take some 
responsibility for the government. One is that we take the responsibility for national 
[telecommunications] construction. Another thing is that we have to share profits with 
other private enterprises. The public sometimes still regards our company as a state-
owned enterprise. Actually, we are an exchange listed company now. We should make 
profits for shareholders. (Respondent 15) 
 
The main shareholder of the company, the government, has a definite influence on us. 
(Respondent 14) I think the company currently faces many challenges. Also, our 
company needs to cooperate with the national policies and the ideas of our national 
leader. The conditions will change if we have another minister. I think so far we have 
more challenges to face, which means the leader of the government may have different 
policies and thoughts. They are stressful and harmful to employees. (Respondent 12) 
 
10. Based upon your experiences with this reorganization, if you could advise someone else  
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who might be experiencing the same situation, what would you tell them? 
The advice was more related to learning new things. First, they all emphasized the 
importance of learning new technology, knowledge, and skills. Once an employee could build up 
his or her own competencies, they did not have to be worried about any organizational change. 
Second, being positive toward the assigned jobs and facing the challenge bravely was another 
valuable suggestion.       
I usually suggest our young colleagues learn more about new machines since they may 
need to deal with them in the future. If they can lean different types of machines we use in 
our company, they don’t have to worry about all types of organizational change. In 
addition, we usually use a type of machine in our company for about 15 years. Thus, if 
they can get familiar with one type of machine, the knowledge and skills related to that 
language can be used for many years. (Respondent 3) 
 
I think we are going to have another organizational restructuring in the future. People will 
need to work together in an office. If you learn skills, you do not have to worry about 
your future. No matter how many mergers our company will have, you definitely can 
survive if you can be brave and learn new things! (Respondent 2) 
 
I would suggest my colleagues just follow our company’s policies, have a positive 
attitude, and not reject the assigned work…When I need to learn something new, I 
usually get started earlier. Some people may be more professional so that they can master 
skills faster. I can ask them when I encounter some problems when I learn or work. In 
some areas of expertise, I am better than others. Therefore, we help and learn from each 
other in our company. (Respondent 5) 
 
The fist suggestion from middle level managers was similar to the advice given by these 
low level managers. They indicated that the best way to survive in the company is to learn new 
and more skills, knowledge, and important competencies. In this way, employees would not have 
to worry about their survival during any organizational changes. They also suggested young 
employees should do whatever they could to work with this company. They felt that it was 
worthwhile to work here since this company did care about its employees’ feelings and welfare. 
This company is more humane compared with other companies in this industry. Last, they felt 
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that change can be common for all companies that try to be competitive, so employees should be 
clear about this. 
I think people who are currently working in our unit will not face a very big change in the 
nature of their job…The employees in the department of human resource management 
need to work with different people after the organizational change. Then, I will suggest 
that they face the music bravely. Overall, I encourage all of our employees and myself to 
grab every chance to learn new technology. Do not let yourself be left behind, and then 
you can work more smoothly. (Respondent 6) 
 
I suggest that our newcomers learn new knowledge and skills related to new technology. 
Senior employees usually take care of older machines. If newcomers can learn some new 
technologies well, they can use the knowledge and skills for more than 10 to 20 years. 
Thus, we do highly recommend our younger engineers or newcomers to learn new things 
and skills. Many of our younger engineers are very professional, so I think they can 
master new technologies in a very short time. In general, they can catch a brief concept of 
new machines in three months, and need at least 6-month training. (Respondent 7) 
 
We encourage our new employees to do whatever they need to do while they work in this 
company. Whether the machines are new or old, we still have to learn about them and 
know how to handle them. It is possible for young engineers to be responsible for dealing 
with all types of machines since senior engineers will retire soon. So, I tell them that they 
have to learn “routines”, and then they know how to seek help when they have problems 
doing their job…We also hope that our company can be sustainable. (Respondent 7) 
 
Whenever I go to the units I supervise and chat with my colleagues, I tell them that our 
company is much better than other companies in terms of work patterns, work stress, and 
many things. Generally speaking, our company is more humane. Many of them have their 
friends or family who are working with other companies, so they clearly know that the 
ROI of their company cannot beat our company’s. People who work in other high-tech 
companies have told us that their daily lives are much busier than ours. They usually start 
work at eight in the morning, and they usually finish their jobs about nine or ten at night. 
In addition, overtime is an obligation. Therefore, we are so lucky that we can work in 
such a humane company, and we should cherish our jobs. (Respondent 8) 
 
High level managers provided their advice related to four aspects: the company’s 
downsizing strategy, managerial advice for high level managers, advice for individual career and 
profession, and advice for subordinates’ individual work attitude. High level managers thought 
organizational change was a trend. They noted that organizational restructuring like this change 
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was necessary for a competitive and mature company. They advised all employees to recognize 
that this company might have more organizational changes later. 
Standing in the company’s shoes, restructuring is necessary for our company to have 
better profits. Also, I think we will continue to have changes. We had a change before, we 
have a change now, and we will surely have another change in the future. (Respondent 
14) 
 
I would explain to them that it is a trend. The company will integrate different 
departments by downsizing the staff. Most of the employees accept this idea because we 
have already had organizational change many times. We had one in 2006, and one now in 
2011. They understand that things have to change. (Respondent 11) 
 
I always think positively about change. If my company can increase its effectiveness, it 
can make more money supposedly. If my company can make more money, we employees 
can have more benefit and incentives. Therefore, if my company can become better 
because of change, it is a good thing. (Respondent 13) 
 
After reorganization, it was critical for high level managers to take some actions in order 
for the restructuring to be successful. By paying attention to their employees’ ideas, feelings, and 
concerns, communicating with new team members and lower level leaders, exchanging 
important thoughts about team work, showing more attentions to new subordinates, and 
clarifying their leaders’ ideas and work focuses, high level managers can ensure that their team 
members work well together after change.  
After the merger, I found that some operation centers did not have good connections 
although they had been through a merger before. At that time, I invited all of them [the 
leaders] out to have meals together so that they could get to know each other better. The 
concept I conveyed to them was that now that we were working on the same team, so we 
should discuss and solve any problems. As their director, I will try my best to help handle 
the problems. If I cannot fix some issues, I can also refer the problems to the higher level 
management. The point is that we should get the work done well so that we can make 
some contributions to our company. I am very willing to involve the grass-roots. 
(Respondent 15) 
 
Being a leader, empathy is very important. I can imagine that if my office or team were to 
be merged, I may feel bad as well. When we put ourselves in others’ shoes, we know how 
others feel and then we can know how to take care of them. So, first, I told my original 
team member that the newly merged colleagues were like our brothers and sisters. We 
should treat them well, and be concerned about them more so that everyone can get along 
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with each other well. I have to emphasize that the merger is not my problem. We have 
mid level and low level offices. Therefore, these executives should understand this kind 
of situation. (Respondent 15) 
 
Still, we have to be concerned about whether the employees can adjust themselves to the 
new condition. We have to be concerned about which way we can have better human 
resource arrangements and performance. The employees and the company need to 
construct mutual trust, which brings success to the organizational change. So we have to 
be concerned about the feelings of our employees. We need to make them feel that they 
should learn something so that the company will succeed. (Respondent 14) 
 
The leaders need to have correct concepts about organizational culture because 
sometimes the results may change according to different organizational cultures. Just like 
the job quality that I mentioned, we should convey the concept of trying our best to 
accomplish the tasks so that other offices can know the important concept of our office. 
Moreover, as long as we are professional, others will respect us, and they will be willing 
to cooperate with us. (Respondent 11) 
 
High level managers emphasized that this company was considerate towards its 
employees, so employees should cherish their career in this company. High level managers 
highly suggested that employees should learn sufficient skills and knowledge, and then they 
would not have to worry about any change.    
Generally, I would compare the welfare of my company with that of other enterprises.   
Compare to the organizational restructuring of other enterprises, my company does better 
in taking care of employees’ feelings. So I think we have to cherish it [our company’s 
good care]. We should not compare what we had before with what we have now. It will 
never make things turn out better. If the employees know more about other enterprises, 
they will know that our company is one of the first in taking care of its employees. 
(Respondent 14) 
 
In my opinion, we are the employees, so we should strengthen our expertise. Recently, we 
have renewed the communication system structure and equipment. It is a worldwide trend 
to have the new systems, but the technology had not yet been updated. Take the Internet 
surfing for example, wi-fi is prevalently needed, so old equipment and our core network 
structure must be replaced. The world has not yet learned how to build this kind of core 
internet system and the entire communication system structure so that the network can 
run smoothly. The support structure is important. Currently, the world is still waiting to 
see if there are better ways to handle this problem. We, the staff, who are in charge of this 
field also need to learn some theories. Our communications institute and training center 
are collaborating with professors of National Taiwan University to offer many courses. 
They also hold various conferences with different manufactures in this industry so that 
we can obtain more knowledge about the latest internet networking structure. To build up 
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a new generation network (NGN) and also to build better NGN are the most important 
things we have to do. Many people do not know that actually Nokia, which was the 
world’s top communications company, is now crumbling. These are the changes and 
challenges that telecommunications have to face. (Respondent 12)  
 
This company does care about employees. In this company, if you work hard, it is certain 
that you can retire from this company. By analyzing pros and cons with my subordinates, 
I believe they can tell working in this company is good. In this company, your career is 
comparatively certain. All you have to do is to work hard to let other people know your 
good performance. Your career in this company can be brilliant. (Respondent 13) 
 
High level managers encouraged their subordinates to have good work attitudes that 
could help them to face challenges and changes more positively. If an employee works hard, he 
is going to survive well and obtains what he want in this company.  
I suggest to my company staff that we should not just watch how others face the changes; 
instead, we have to keep making progress and working hard so that we will not be 
eliminated. New machines are always being invented so we have to keep enriching 
ourselves. We have to face the changes positively. We cannot just wait; instead, we have 
to face it. It is useless to complain about the policy. (Respondent 12) 
 
Due to this restructuring, one new unit had been merged into our team. I need to take 
good care of these new team members in order to increase morale. I want to make them 
feel working with us is better than working in other units. I usually communicate with 
them with my ideas. I will persuade them that working in this company is much better 
than working in other companies. (Respondent 13) 
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Chapter 6 
Summary, Discussion, and Implications 
 
This chapter consists of three sections. The first section provides a summary of the 
results. The second section presents a discussion of the results. The final section discusses 
implications of the findings for future research and for the practice of HRD professionals and 
organizations. In addition, a revised conceptual framework is proposed.   
 
Summary of the Results 
The purpose of this study is to investigate the relationships among managers’ perceptions 
about impending change, their perceptions about change outcomes, and subsequent job 
outcomes. Also, this study examined the effects of individual factors and change impact on the 
relationships among the important variables. Data collection was conducted at two merged 
branches in a telecommunications company in Taiwan. Along with a repeated measures research 
design, two surveys were distributed to three hundred and fifty-one managers in these two 
branches. Three hundred and one valid responses from the managers in these two branches were 
used for quantitative analysis. In addition, the interviews of 15 managers were conducted for 
investigating what they have learned from their experience with this organizational restructuring. 
The interview excerpts were used for qualitative analysis. Overall, the following is a summary of 
the results. 
 Managers who had high perceptions about the impending change also had high 
perceptions about the change outcomes.  
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 Most of managers’ perceptions about the impending change were different from 
their perceptions about the change outcomes. 
 Managers’ individual factors affected the relationship between their perceptions 
about the impending change and their perceptions about the change outcomes. 
 Managers’ change impact on work processes affected the relationship between 
their perceptions about the change and their perceptions about the change 
outcomes. 
 Managers who had high expectations about the impending change also had high 
job satisfaction. 
 Managers who had high perceptions about the change outcomes also had high job 
satisfaction.  
 Managers who had low perceptions about role ambiguity also had high job 
performance.  
 Managers who had high POS and OC also had high job satisfaction, and the 
managers who had high self-efficacy had high job performance. 
 All managers did not know much about this organizational restructuring before it 
was officially announced. Comparatively, high level managers might know more 
information about the change by showing more career certainty, role clarity, and 
knowledge about change before restructuring.  
 When informed about the change, managers said that they did not have some 
specific feelings about this organizational change based on two reasons. First, this 
company had undergone different types of organizational change before, they 
experienced many organizational changes and they were not surprised when heard 
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of this change. In addition to this universal reason, the other reason was diverse 
among managers. Managers at different position levels talked about their own 
feelings from different basis and thoughts. Low level managers stated their 
feelings based on their personal feelings and guesses. They felt that the change 
should be more influential to the higher level managers, so they had no special 
feelings about it. Middle level managers thought that the environment was so 
competitive that this change should be important to their company. The way they 
answered this question was based primarily on this company’s strategies rather 
than their personal feelings. Similar to middle level managers’ viewpoints, high 
level managers expressed that this change was appropriate for their company, so 
they felt change is necessary and natural.  
 Managers at different levels had their specific concerns at that time. Low level 
managers did not worry about this change due to the two reasons. First, this 
company had some changes in the past, so they did not have to worry about this 
change. Second, they believed that the change could be more influential to the 
higher level managers, so they did not have to concern. Middle level managers 
could explicitly pinpoint some concerns, such as changing workplaces, fewer job 
opportunities, heavier workload, new knowledge, and new job competencies. 
Some high level managers said that nothing they worried about at that time since 
they were confident with themselves and they thought their company is such a 
humane company which would take care of all the employees. Some high level 
managers talked about their concerns which were close to middle managers’ 
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concerns, but they had one concern regarding new teams’ culture, leadership, and 
management. 
 Before the organizational change took place, low level managers did not take any 
actions to know more details about the change. All they did was to chat with their 
supervisors and colleagues. Middle and high level managers had more channels to 
seek information about change even though they did not do much information 
seeking behavior. They received information about this change through the 
union’s announcement, meetings, emails, or information from supervisors.  
 Low level managers had different thoughts about the change impact which might 
affect job situations. One low level manager thought there were almost no impacts 
might influence his job. Some low level managers thought that the change might 
affect many aspects of their jobs, such as skills, workplaces, and the responsible 
areas since the merger of two operation centers expand the work areas where they 
were responsible for. Middle level managers thought the change might not affect 
their own job situations strongly since they thought the restructuring might only 
merge the units which provide similar services. They thought this change was just 
about the change of political and divisional titles, so they did not expect a big 
change impact on their jobs. Nevertheless, they knew they might still need to 
change their workplaces and job rotation areas due to this change. High level 
managers noted that their workload might certainly increase. Their offices, roles, 
and assignments could be altered.  
 When looking back over the past two years, low level managers indicated that the 
increasing amount of jobs was the most obvious change impact. In fact, this 
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organizational change had a bigger change impact on middle level managers’ 
jobs. Some middle level managers’ units merged the other one, and in contrast, 
some managers’ units were merged. For the middle level managers whose units 
merged the other units, their job contents and work processes kept similar after 
change, but their workload, duties, and management increased. On the contrary, 
the situation was different for the middle level managers whose units were 
merged by the other unit. These middle managers did not take the lead position 
any longer, and their job contents and work processes were changed after change. 
Their career had a big change. Similar to middle level managers, some high level 
managers noted that their workload and job contents changed drastically, but 
some of their jobs did not have a big change. Thus, for those who did not have a 
big change on their jobs, they only had an increase of their workload such as 
leading more subordinates or take more responsibilities. In contrast, for those high 
level managers whose jobs had a big change, they had more challenges in many 
aspects of work. Their work location and work nature have changed. They do the 
work in another field, which is different from the field that they were in before. 
 Some low level managers indicated that their concerns were warranted after 
change. For instance, some of them indeed had new supervisors, and some needed 
to learn new technology and skills. Furthermore, situations were more 
complicated for middle level managers. It was challenging for middle level 
managers to relate their change expectations and concerns to change outcomes. 
Their concerns might be not warranted in that the change outcomes of their jobs 
were different from what they predicted. Some middle managers were surprised 
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about the change of their jobs and work processes. High level managers said that 
what they concerned in advance did happen after change. In short, their concerns 
were warranted. They mentioned that although there were some issues and 
concerns, they have figured out some solutions to these problems, and they dealt 
with those problems precisely and soundly.  
 Low level managers thought the change impact was slight on them when asked 
about their feelings about the change. Middle level managers had a fair attitude 
toward this reorganization. One middle level manager even stated that it would be 
good as well if this company had not had this organizational restructuring. High 
level managers were positive toward the change outcomes. They said it’s a win-
win policy both for the company and employees in the long run. The higher 
positions the managers had; the more positive attitude they had about the change 
outcomes.  
 Overall, managers in this company were positive toward this company’s future 
and competitiveness although they all addressed an issue regarding the excessive 
intervention of a stakeholder of this company, the government.  
 Low level managers’ advice can be divided into two aspects. First, they 
emphasized the importance of learning new technology, knowledge, and skills. In 
their views, once employees can develop core competencies, they do not have to 
be afraid of any organizational change. Second, having a positive attitude toward 
the assigned jobs and facing the challenge bravely was another valuable 
suggestion. Middle level managers also suggested that the best way to survive in 
this company was to learn new and more skills, knowledge and important 
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competencies. In addition, they suggested that young employees should do 
whatever they have to do if they like to work in this company. They also felt that 
change can be common for competitive companies, so employees should be clear 
about this. High level managers provided their advice from four aspects: about 
company’s downsizing strategy, advice for managers, advice for individual career 
and profession, and advice for subordinates’ individual work attitude. 
 
Discussion 
This section discusses the results by presenting possible interpretations as well as 
explanations of the findings. 
Managers who had high perceptions about the impending change also had high 
perceptions about the change outcomes. Managers’ perceptions about the impending change 
were positively related to their perceptions about the change outcomes according to a simple 
linear regression. The results provide two thoughts. First, managers indeed formed their own 
expectations about the impending change before the organizational restructuring had been 
implemented, and, they formed their perceptions about the change outcomes after the 
organizational restructuring had actually occurred. Second, the results prove the fact that, 
managers’ perceptions about the organizational change at different stages were related. These 
two thoughts can attest to the notion that employees commonly formed expectations about what 
would occur before change took place (Hackett et al., 1991; Jimmieson et al., 2004; Lau & 
Woodman, 1995; Weber & Weber, 2001), and it was not until a period of time following the start 
of that change that employees gradually began to experience or realize changing outcomes 
(Sutton & Kahn, 1986; Weber & Weber, 2001).  
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Furthermore, the correlation analysis provides detailed results about the relationships 
among variables. The results show that mangers’ expected effectiveness of organizational 
restructuring was positively correlated with their perceived effectiveness of organizational 
restructuring, negatively correlated with perceived role ambiguity, and negatively correlated with 
perceived career uncertainty. That is, managers who had higher expectations about the change 
effectiveness before change may have had higher perceptions about the effectiveness of 
organizational restructuring after change. They may also perceive lower role ambiguity and 
lower career uncertainty after change. Accordingly, managers who had more positive 
expectations about the outcomes of the organizational restructuring may have been more positive 
about the change, and they were more likely to have rendered a positive judgment about the 
change outcomes including their role and career when the restructuring had just been 
implemented. 
In addition, managers’ expected role ambiguity was negatively related to their perceived 
effectiveness of organizational restructuring, positively related to perceived role ambiguity, and 
positively related to perceived career uncertainty. That is, managers who were more confused 
about their future roles before change exhibited lower judgments about the effectiveness of this 
organizational restructuring, and they were more confused about their roles and career after 
change. In addition, managers’ expected career uncertainty was negatively correlated with 
perceived effectiveness of this organizational restructuring, and positively correlated with 
perceived role ambiguity and perceived career uncertainty. That is, managers who were not sure 
about their future career in this company before change exhibited lower judgments about the 
effectiveness of this organizational restructuring, and they were more confused about their roles 
and career after change as well.  
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Simply put, managers who had higher expectations about the change outcomes tended to 
be more positive toward the change outcomes. Managers who had better expectations about the 
change effectiveness before change tended to be more positive toward the effectiveness 
outcomes, clearer about their roles and career after change. Managers who were clearer about 
their future roles and career before change were more positive about the change effectiveness, 
clearer about their roles and career after change. These results imply the importance of 
enhancing managers’ expectations about the impending change before the organizational change 
had been implemented.  
Managers’ perceptions about the impending change were different from their 
perceptions about the change outcomes. The results show that managers’ perceptions about the 
effectiveness of organizational restructuring before change were different from their perceptions 
about the effectiveness of organizational restructuring after the change. More specifically, the 
results show that managers’ judgments about the effectiveness of organizational restructuring 
before change were higher than that following the change. That is, managers’ perceptions about 
the change effectiveness outcomes were lower than their expectations about it. It implies that the 
effectiveness of this organizational change might not that satisfactory from the managers’ 
perspectives.  
Two possible reasons might explain this phenomenon. First, managers formed their own 
expectations about the effectiveness of the merger of these two branches before change occurred, 
and, they expected that this organizational change would make this company much more 
efficient and competitive. Two months after the change, they gradually realized that the 
outcomes were not up to the level of their expectations. This situation might due to managers’ 
inflated expectations about the change effectiveness. Before change, managers did not know 
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much about what and how this change can benefit their jobs and company because they did not 
have a clear idea about this change. In addition, another possible reason might be that managers 
were still becoming accustomed to new work processes, and their new work environment, so that 
they did not feel the effectiveness due to this change.  
The results also show that managers’ perceptions about career uncertainty before change 
were different from their perceptions about career uncertainty after change. More specifically, 
managers’ career uncertainty before change was higher than that after the change, which can be 
viewed as reasonable within this restructuring setting. As illustrated in Chapter Two, the nature 
of this organizational restructuring was a merger of two branches, so it included many 
restructuring forms such as mergers, workforce reorganizations, and downsizing. According to 
Bordia (2004) and colleagues, uncertainty refers to managers’ inability to accurately predict 
whatever it is they want to know, due to a lack of sufficient information. In this case, managers 
were not able to predict what the future of their company might be since they did not know much 
about this change, so they had higher levels of career uncertainty before the organizational 
restructuring took place. After two months of this restructuring, they gradually realized what was 
happening with their careers, work processes, and the changed workplaces. Thus, managers had 
a clearer and better idea about their careers, meaning that they had lower levels of career 
uncertainty after the restructuring had been implemented.  
In terms of managers’ perceptions about role ambiguity, the results did not show a 
statistically significant difference, which suggests that managers did not display significant 
perceptive differences about their roles before and after the change. According to Robbins and 
Judge (2007), managers’ role ambiguity occurs when their role expectations are not clearly 
understood and they are not aware of what they are supposed to do. In this organizational 
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restructuring context, the results imply that managers had similar ideas about their roles, their 
jobs and what they were supposed to do before and after the change implemented. 
Overall, the results show that managers’ expectations about the effectiveness of 
organizational restructuring before change were higher than that they perceived about the change 
outcomes. Managers’ career uncertainty before change was higher than that after the change. 
Both of the results suggest that managers lacked sufficient information about the change before it 
had implemented, so they had inflated expectations about the effectiveness as well as low career 
certainty before change. Therefore, providing more and clearer information about the impending 
change to managers before change should be important.  
Managers’ individual factors affected the relationships between their expectations 
about the change and their perceptions about the change outcomes. All the three individual 
factors (OC, POS, and self-efficacy) affected the relationship between the managers’ 
expectations about the change and their perceptions about the change outcomes. This implies that 
HRD and the management need to pay attention to managers’ commitment or loyalty to 
organizations, managers’ perceptions about the support from the company, and managers’ 
confidence with their own abilities, since these individual factors can also impact managers’ 
feelings during change.  
Change impact on work processes affected the relationship between their 
perceptions about the change and their perceptions about the change outcomes. Change 
impact includes two variables in this study: change impact on individual job and change impact 
on work processes. Only the interaction item of the expected effectiveness of organizational 
restructuring and change impact on work processes has a significant positive outcome, which 
means that change impact on work processes has a moderating effect on the relationship between 
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expected effectiveness of an organizational restructuring and perceived career uncertainty. It 
implies that the change impact on managers’ work processes affected the relationship between 
their perceptions about the effectiveness of an organizational restructuring before a change 
happens and their perceptions about career uncertainty after a change takes place. In other words, 
change impact on work processes needs to be taken care of since it impact managers’ feelings. 
Compared to change impact simply on their individual jobs, managers care more about 
the extent to which the change has affected the process that their own work is part of during 
organizational restructuring. The reason might be that change impact on work processes impact 
their work relationships with other employees, which may impact managers’ jobs and career as 
well.  
Managers who had high expectations about the impending change also had high 
perceptions about the change outcomes and high job satisfaction. The results suggest that 
managers’ expectations about the impending change and job satisfaction had a positive 
correlation. That is, in this organization, managers who had higher expectations about the 
impending change prior to the change actually occurring showed more satisfaction with their 
jobs. In contrast, managers who had lower expectations about the impending change prior to the 
actual change were less satisfied with their jobs. The results are understandable since managers 
who thought this change outcomes were so good that they were more likely to be happy with 
their jobs.   
More specifically, the results show that managers’ expected effectiveness of 
organizational restructuring and job satisfaction have a significant positive correlation. In other 
words, managers who had higher expectations about the effectiveness of this company’s change 
were more likely to have high levels of job satisfaction. Similarly, the results also show that 
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managers’ expected role ambiguity and job satisfaction have a significant negative correlation. 
According to scholars, managers’ role ambiguity refers to a feeling of uncertainty and stress 
about their new job status, content, location, and to whom they should report during an 
organizational restructuring (Burke & Nelson, 1998; Kozlowski et al., 1993). That is, when 
managers expect lower levels of role ambiguity in this restructuring company, it means that they 
had a clear idea about their roles and that they were supposed to have less uncertainty and stress. 
In this way, they are more likely to have higher levels of job satisfaction.  
Furthermore, the results also show that managers’ expected levels of career uncertainty 
and job satisfaction have a significant negative correlation, which can be explained by a similar 
idea used for role ambiguity. Managers expected lower levels of career uncertainty in this 
restructuring company, which means that they expected more certainty about their future career, 
and were supposed to have less stress and uncertainty due to change. Thus, they were more likely 
to have higher levels of job satisfaction.    
 In short, since scholars stated that few studies have investigated the relationship of 
employees’ perceptions at different stages of a change, which may cause negative effects on the 
outcomes of organizational change (Aguilera & Dencker, 2004; Aguilera et al., 2006; Hackett et 
al., 1991; Zachary et al., 2003), this study exmined the relationship between managers’ 
perceptions during this change. Taken the results together, managers’ expectations about an 
impending change were significantly related to their perceptions about the change outcomes, and 
their perceptions about the change outcomes were also significantly related to their job 
satisfaction. These findings were valuable because of two reasons. First, they supported the 
research framework in this study. Second, the results of this empirical study successfully 
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demonstrates the existence of the significant relationships between managers’ perceptions before 
change, managers’ perceptions after change and their overall level of job satisfaction.  
Managers who had low perceptions about role ambiguity also had high job 
performance. This study examined two job outcomes. One is job satisfaction, and the other is 
job performance. In addition to job satisfaction, the results suggest that managers who had low 
perceptions about their role ambiguity also had high job performance. One possible reason may 
be that managers who had a clear idea about their new roles in the changed workplaces were not 
only more satisfied with their jobs, but also clearly knew how to perform well. Thus, when 
managers who had a clear idea about their roles in this company were asked about their attitudes 
toward their own level of performance, a positive answer was given.  
Managers who had high POS and OC also had high job satisfaction. Managers who 
had high self-efficacy had high job performance. Managers’ POS and OC were positively 
correlated with job satisfaction. In contrast, self-efficacy was positively correlated with job 
performance. In other words, for those managers who perceived more support from the company 
or who had more organizational commitment toward this company were more likely to be 
satisfied with their jobs. In contrast, for those who had more confidence with their abilities to do 
jobs well were more likely to have confidence about their own job performance.  
  POS can be viewed as commitment from the organization, and it explicitly refers to how 
employees are valued by the organization (Rhoades & Eisenberger, 2002). Thus, managers who 
perceive more POS could feel more comfortable with the organizational change because they 
might obtain sufficient support to face different aspects of the change such as job change, office 
relocation, and workforce change. Furthermore, managers who perceive more POS are more 
likely to be satisfied with their jobs since the company valued their preference and cared about 
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their thoughts. Therefore, when managers feel their company treat them well, it is natural for 
them to be happy with their jobs. Although many of the managers who underwent this 
organizational change may need to learn different competencies for their new jobs or positions, 
commute for a longer distance to their office locations, and face increasing workload, they still 
showed their satisfaction with their jobs with the support from their company. 
OC is defined as an affective attachment to an organization. Simply put, it refers to an 
individual’s desire to remain in the organization and provide his or her effort to the organization 
(Mowday et al., 1979). Managers who have more OC refer to those who have more commitment 
and loyalty to this company no matter what. The results reflected that definition of OC and its 
reasonable outcomes in that the results showed a positive relationship between managers’ OC 
and their job satisfaction. That is, managers who had more OC were more satisfied with their 
jobs in this company even though there was an organizational change that took place.   
Different from POS and OC, the results show that managers’ self-efficacy was 
significantly related to their job performance. According to the definition of Jimmieson and 
colleagues (2004), self-efficacy refers to an individual’s belief in his or her capabilities to 
organize and execute courses of action required to achieve expected performance. That is, 
managers who have higher self-efficacy should be more confident to “face the music.” The 
respondents in this study showed a similar result. In this organizational restructuring, although 
there might been more challenges for managers due to change, managers who had higher self-
efficacy not only showed more confidence to face consequences but also showed more 
confidence with regard to their job performance. 
Managers learned something useful for different aspects of their jobs and career 
from their experience with this organizational restructuring. From their experience with this 
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organizational restructuring, managers indicated that they indeed learned something useful and 
meaningful in terms of their own roles, jobs, and career. Some interesting points were valuable 
for discussion.  
First, the organization only released limited information about change to the managers 
since most of the managers interviewed only knew a big picture about this change before it had 
implemented. The mutual communication channels between the management and managers were 
limited. The labor union’s email, informal documents, regular administrative meetings, and 
colleagues’ chitchatting were the most frequent approaches for managers to obtain information 
of change. Interestingly, however, managers did not clarify their wonders about this change at 
that time. They just kept working on their jobs and retained many questions about change in 
mind. In contrast, the management did not investigate managers’ concerns proactively as well. 
To some extent, it can imply that both this company and the managers fully trust each other. 
Therefore, the management did not take many proactive actions to get rid of possible negative 
change impact on their managers. On the other side, the managers who are supposed to be 
change leaders showed such confidence on their company strategy and action, and they did not 
take any proactive information seeking behaviors before this change.  
Another key point for this study was to investigate managers’ feelings about this change 
since their feelings and perceptions during organizational restructuring can be critical for a 
successful change (Aguilera & Dencker, 2004). Superficially, informed about the change, all 
managers were so calm. As addressed, two possible reasons might cause this situation. First, 
managers may feel their company so humane that they did not worry about their well-beings, so 
they were calm. Second, managers may think that they should try their best to cooperate with 
organizational strategy as a loyal employee, and they just followed this company. Overall, 
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managers were not surprised about this change although they pinpointed some concerns at that 
time. According to the interviews, lower level managers focused on and talked more about their 
individual feelings, while the higher level managers talked more about the benefit to this 
company and jobs rather than their personal feelings. This might tell us that positions may 
influence managers’ perspectives. Compared with lower level managers, higher level managers 
were more likely to put themselves in their organization’s shoes and viewed this organizational 
change from an overarching perspective.  
In addition, lower level managers thought that the impact of this change would be more 
influential on higher level managers rather than on themselves. Hence, they did not have some 
concrete ideas or concerns. In fact, they did not expect a big change to their jobs, so they did not 
worry about their future that much. In contrast, middle and high level managers explicitly 
pinpointed some concerns, such as changing workplaces, fewer job opportunities, heavier 
workload, required new knowledge, skills, and competencies.  
Also, asked about their expected change impact, middle level managers predicted their 
workload would definitely increase after change. In addition to increasing workload, high level 
managers further indicated their worries about managing the new merged team and culture. 
Again, in terms of managers’ concerns about change, higher level managers had more complete, 
overriding, and overarching thoughts before this organizational change actually occurred.  
About the change outcomes affected managers’ jobs, middle level managers’ responses 
were interesting. The middle level managers interviewed sated that the change impact were 
beyond what they expected. The nature of this organizational restructuring might be the reason 
for this since its goal was to merge the units providing similar service. Hence, some managers’ 
positions were replaced, and their job contents and work processes were drastically adjusted after 
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change. Nevertheless, high level managers predicted precisely their job situations, and accepted 
peacefully their job change, although they also had a big change on their jobs after change. 
Different from middle level managers, high level managers did not directly state that their 
change expectations were different from their expectations, but they stated that their change 
expectations were totally the same with the change outcomes.  
Given the increased workload, all managers were still supportive to this company 
according to their interviews. They agreed that this company respected and cared about its 
employees. Moreover, they felt that this change was necessary and meaningful for the 
organizational development. When they were asked about their advice to other people who might 
face same situations, managers gave different advice based on their views, experience, and 
position levels. Briefly, learning has been emphasized and recommend by managers. Managers 
noted that learning new knowledge, skills and building up profession and expertise was the best 
strategy to face change. In addition, being positive was another suggestion. It may sound like a 
cliché to be positive or hardworking, but it is not easy to carry it out during organizational 
change. With respect to leadership experiences and thoughts, the participants specifically 
suggested that managers should take good care of new team members, communicate with all 
members, and build up new norms and rules for the new teams.               
 
Implications 
This section discusses the implications of findings for future research and HRD practice. 
In addition, a revised conceptual framework is proposed. 
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Implications for future research. Based on the findings, future research is encouraged 
to further investigate the relevant issues with regard to organizational change and organizational 
members during organizational change. There are some implications for future research. 
First, due to the researcher’ research interests and the importance of managers’ leading 
roles during organizational change, the present study focused on managers’ changing perceptions 
during an organizational restructuring and its subsequent job outcomes. However, other 
employees who did not take responsibilities of leadership and managerial practices in 
organizations may also have had, to some degree, an influential amount of impact on the success 
or operation of an organizational change. Their voices can be similar to or different from those of 
managers, so other employees’ perceptions should merit further scholarly focus and discussion. 
In other words, future research should consider paying attention to managers’ perceptions as well 
as those of other employees’ during an organizational change. Moreover, the findings or result 
comparisons between managers and other employees may provide a better understanding of 
individuals’ changes in perception, as well as the relationships with respect to their job outcomes 
during change in their organizations. 
Second, other variables that may influence employees’ expectations, their perceptions, 
and their job outcomes in the context of organizational restructuring need to be identified and 
examined. Based on relevant studies and literature about the issues regarding employees and 
organizational change, this study included a number of variables that have been considered 
important. Furthermore, this study included some variables that may be important with regard to 
employees but have not been examined in previous studies. Nevertheless, it was found that not 
all of these variables used in this study were significant. Also, this study cannot include and 
examine all relevant variables. The limited set of variables may restrict our understanding of 
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employees’ expectations, perceptions, and subsequent experiences in regard to how such changes 
impact them. So, future research should consider other variables that are relevant to employees’ 
perceptions about organizational change.   
Third, the purpose of this study focused on managers’ perceptions about the change at 
different phases of this organizational restructuring. The expected contribution was to provide 
practical and useful insights and inspiration about HRD interventions for HRD professionals 
when dealing with all kinds of organizational change. During an organizational change, it is 
possible that HRD interventions will have some effects on employees’ perceptions, attitudes, and 
behaviors if organizations implement some HRD interventions before and after a planned 
change. Thus, future research should be conducted to examine the interaction effects of HRD 
interventions and employees’ perceptions, and the overall impact on their job outcomes.    
Fourth, the present study was conducted within a company carrying out an organizational 
restructuring. The organizational restructuring included several forms of organizational 
restructuring, ranging from mergers, to workforce reorganizations, to downsizing, as some 
scholars have previously studied and addressed (Probst, 2003). With regard to examining the 
change impact on organizational structures and jobs, the findings showed that change impact on 
work processes had moderating effects on some managers’ expectations about the impending 
restructuring and their perceptions about change outcomes. However, results may be different in 
other types of organizational change. Future research may be able to apply the research 
framework of this study to other types of organizational change.  
Fifth, the main theoretical notion about employees’ expectations and perceptions was 
examined in this study. The findings showed that managers’ expectations were significantly 
related to their perceptions, and their expectations and perceptions were significantly different in 
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the context of organizational change. Based on the research questions and the findings, future 
research can further investigate the other relevant research questions, hypotheses, or causality 
relationships among variables with respect to organizational change. In addition, this study 
conducted only two surveys; one was done before the organizational restructuring, the other was 
afterward. Future studies may conduct more surveys after change, and investigate the change in 
respondents’ perceptions.      
Sixth, the present study was conducted only in Taiwan. A replication of the research 
model and the notion of employees’ expectations and perceptions about organizational change in 
other cultures or countries can be meaningful for the accumulation of academic research. 
Further, the similarities and differences between the findings of replicated studies in different 
cultures or countries may provide an interesting focus for future research. 
In summary, there are two main directions for future research. First, future research is 
encouraged to replicate the original research framework of this study in different companies, 
other industries in Taiwan, and in other cultures or countries. Other relevant variables that have 
not been used in this study should be identified. Other employees’ voices, as well as managers’ 
voices, can be both included in future studies. Similar research can be conducted regarding 
different types of organizational change. Different research questions and hypotheses based on 
the present research framework can be examined in future research. Second, Figure 12 provides a 
revised research framework. The revised research framework is similar to the original conceptual 
framework because the proposed research framework is generally supported by the findings. 
Straight lines mean the relationships between variables are supported by the results. Future 
studies are welcome to adopt either the original research framework or the revised research 
framework, and to further examine these relationships among variables. 
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Figure 12. A Revised Conceptual Framework for Future Research 
Implications for the practice of HRD professionals and organizations. There are 
several implications for HRD and organizational practices from the research findings. The results 
of the first research question show that managers who had higher expectations about the 
impending change before change tended to have better judgments about the effectiveness of 
organizational change, clearer ideas about their roles and career after change. The findings imply 
enhancing managers’ expectations about the impending change before change should be 
important. Therefore, the first implication for HRD professionals and organizations is that they 
should carefully deal with managers’ expectations about the impending change before they 
implement the change. If managers who can form better expectations about change before 
change, they are more likely to have better perceptions about the change outcomes. 
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Furthermore, the results of the first research question also show that managers’ 
expectations about the change effectiveness before change were higher than their perceptions 
after change. Their expectations about career uncertainty were higher than perceptions about 
career uncertainty after change. These findings imply that managers’ lack of sufficient 
knowledge and information about change before the change occurred might be the reason. 
Therefore, the second implication for HRD professionals is to provide correct and sufficient 
knowledge and information to managers before change in order to eliminate managers’ incorrect 
expectations and uncertain feelings about change.   
 The matter of managers’ expectations and perceptions and the differences between their 
expectations and perceptions, have been examined and found to be significant, and which 
therefore are influential with regard to their level of job satisfaction. The results show that 
managers formed their expectations about the effectiveness of an organizational restructuring, as 
well as about their roles in the company, and their career prospects before change because of the 
unknown or unanticipated situations about the future. Furthermore, the results suggest that 
managers’ expectations about change outcomes were found related to their perceptions after the 
change, and which further were related to their level of job satisfaction. Therefore, the third 
implication is that HRD professionals and organizations should cope with managers’ feelings 
such as the level of ambiguity and uncertainty at different stages of change. In this way, 
managers can have better job satisfaction when they face organizational change. 
  As for enhancing managers’ expectations about change, providing sufficient knowledge 
to managers before change, and dealing with managers’ feelings during change, taking some 
HRD interventions at different stages of change might be beneficial for decreasing managers’ 
level of ambiguity and uncertainty. According to the interviews, it is true that managers did not 
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know much about the change before it had been implemented. Also, they did not have many 
formal channels to take actions to know about the change. Chi-chatting with their colleagues was 
the most frequent approach so that they were likely to have incorrect expectations about their 
roles and job duties based on rumors. Some middle level managers felt surprised and 
overwhelming about their workload because they did not expect their job duties would be 
changed so drastically after change. There is no wonder that their perceptions about the change 
outcomes were lower than their expectations about the change.   
HRD interventions such as different types of regular communication, formal or informal 
change event meetings, or an HRD service phone call could help eliminate uncertain and 
ambiguous feelings derived from managers’ discrepancies in knowledge of change. More 
specifically, before a change occurs, the implications of HRD interventions may focus on 
decreasing managers’ ambiguous and uncertain feelings by eliminating managers’ wonders, 
concerns and questions directly. The purpose of the HRD interventions can be decreasing the 
occurrence of managers’ inflated expectations about the upcoming change and change outcomes 
by letting them better understand the change. After the change, HRD professionals and 
organizations may focus on communicating with managers regarding their feelings and thoughts 
about the change impact on their individual jobs and work processes. Simply put, if managers’ 
uncertainty and ambiguity at each stage can be carefully dealt with, the negative impact of 
change on their feelings and further job outcomes would likely be decreased.    
The fourth implication for HRD practitioners and organizations is derived from results 
that suggest that managers’ commitment to the company, and their perceptions about the support 
from the company, can help them make a better adjustment during an organizational change. In 
other words, with higher levels of OC and POS, managers are more likely to better handle 
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ambiguity and uncertainty, and also have higher levels of job satisfaction. Thus, the fourth 
implication is that HRD professionals and organizations should make an effort to raise the level 
of managers’ OC and POS. This implication not only emphasizes the importance of these two 
managers’ individual characteristics during organizational change but also provides a clear 
direction about what to do to help managers undergoing organizational change. In terms of how 
to effectively increase managers’ level of commitment to the organization and their perceived 
organizational support, HRD practitioners can refer to relevant academic research or HRD 
practices by trying different types of HRD activities or interventions to figure out the best 
solutions. In addition to OC and POS, the findings show that self-efficacy was significant for 
managers’ feeling adjustment during change as well. Thus, helping managers enhance their self-
efficacy through HRD interventions may help managers to undergo change.             
The fifth implication suggests that HRD professionals and organizations should pay more 
attention to change impact on managers’ work processes rather than the impact on their 
individual jobs. According to the definition in this study, the former refers to managers’ 
perceptions of the extent to which the change has affected the process that their own work is part 
of during organizational restructuring, while the latter refers to managers’ perceptions of the 
extent to which the change has affected their individual work during an organizational 
restructuring. The research findings imply that managers’ uncertainty and ambiguity have an 
interaction effect with their perceptions about change impact on work processes, which suggests 
that managers should be concerned about how change impacts their work processes, and their 
level and quality of interaction and cooperation with other people within this company. In other 
words, along with ambiguity and uncertainty during change, what managers really worry about is 
the impact on the work processes and interactions with other people in this organization rather 
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than the change impact on their own jobs. In brief, managers may be more confident about their 
competencies to face change impact on their individual jobs compared with change impact on 
their work processes with others. Thus, how to clarify managers’ anxiety about change impact on 
their work process should be another key issue for the attention and efforts of HRD professionals 
and organizations. 
The last implication for HRD practitioners and organizations suggests that taking care of 
managers’ perceptions during change may mainly help with increasing their job satisfaction 
rather than their job performance. That is, if HRD practitioners and organizations can 
successfully deal with managers’ feelings about uncertainty and ambiguity in the context of 
organizational change, or increase their commitment toward the company and perceived support 
of the company, managers may display more positive levels of job satisfaction, but they may not 
necessarily demonstrate better job performance. According to these findings, managers’ 
perceptions about the effectiveness of organizational restructuring, role ambiguity, career 
uncertainty, OC and POS were significantly related to their sense of job satisfaction. 
Nevertheless, manager’s job performance was only related to their sense of self-efficacy. The 
possible reason for this might be because managers’ level of job satisfaction is more related to 
their feelings. Once managers’ feelings about change are properly dealt with, they are 
presumably going to be more satisfied with their work in this company. In contrast, job 
performance is another issue from the perspective of managers, which is more about their own 
level of confidence and perceived competencies with which they fulfill their jobs duties. Thus, 
according to the findings of this study, HRD practitioners and organizations should increase 
managers’ job satisfaction and job performance during organizational change by coping with 
different the addressed aspects and characteristics of their managers.       
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Appendix A 
Recruitment Email (English) 
Dear Participants, 
 
Greetings! My name is Chun-Yu Lin. I am a Ph.D. student majoring in Human Resource 
Development (HRD) in the Department of Education Policy, Organization & Leadership at 
University of Illinois at Urbana-Champaign, Champaign, Illinois, U.S.A. 
I would like to invite you to participate in this survey. The topic is about employee 
expectations and perceptions during the organizational restructuring. Your company is going to 
have an organizational restructuring in the beginning of next year, and which may impact your 
work and life more or less. Hence, I design this questionnaire to understand your feelings and 
perceptions of the impending change. Please understand that only aggregate data will be reported 
in this study results and I will try my best to protect your privacy. Your employers won’t access 
the data. You will also see the survey is conducted in a confidential manner, so please be care 
free to do the survey.  
The survey will take around 20-30 minutes to complete. Please email back to the one who 
email you and we know you agree to take part in this study. This is a longitudinal study, and it 
includes two surveys. The first paper-based questionnaire will be distributed to you shortly. If 
you have any questions or comments, please do not hesitate to contact me by email at 
clin37@illinois.edu. You may also contact my advisor, Dr. Ronald Jacobs by email at 
rljacobs@illinois.edu. 
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Appendix B 
Recruitment Email (Chinese) 
各位業界先進 您好: 
 
我是林俊佑，現在就讀於美國依利諾大學香檳分校(University of Illinois at Urbana-
Champaign)人力資源發展學系博士班，我主修的是人力資源發展(HRD)。 
在此想邀請您撥冗填寫一份關於員工態度的調查問卷，貴公司將於明年初進行組織
調整，為了解您對此次組織調整的看法與感受，特別設計這份問卷，請您協助作答，此問
卷採匿名方式填答，我將竭盡所能保護填答者的隱私權，我不會進一步追蹤問卷填答者的
個人資料，亦不會將資料給您的雇主看，在研究報告中我亦僅呈現匯整總資料，因此，請
您放心填答。 
本問卷估計將耗時約 20-30分鐘，請您直接回信給發信給您的人員表示您願意參加
本研究。本研究為長期性研究，將分為兩次做調查，因此，您將在近期拿到第一份紙本問
卷，非常感謝您，我很樂意答覆您相關問題，還請您不吝指教!您可透過電子郵件直接與
我聯繫 (email: clin37@illinois.edu)，或者，您也可以聯繫我的指導教授 Dr. Ronald Jacobs 
(email: rljacobs@illinois.edu) 
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Appendix C 
Time One Survey (English) 
 
Employee perceptions during organizational restructuring 
(Time 1 Questionnaire) 
 
This is a survey about employee perceptions during organizational restructuring. Its purpose is to 
examine the relationships among some important factors of employee perceptions during 
organizational restructuring. Your company is going to have an organizational restructuring in the 
beginning of next year, and which may more or less impact your work and life. Hence, I designed 
this questionnaire with the purpose of understanding your feelings and perceptions about this 
change. Please answer the following questions based on your understanding of the following three 
major different components. After you finish answering these questions, please carefully check 
whether there is any item that remained unanswered. I am grateful for your participation, support, 
and valuable opinions, and I extend my wholehearted wishes to you for a successful career and 
life.  
                                                                    
 The University of Illinois at Urbana-Champaign 
     Division of Human Resource Development 
Ph.D. student, Chun-Yu Lin 
 
 
A. Please check the best answer according to your feelings. 
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1 After organizational restructuring, I expect clear, planned goals 
and objectives for my job. 
       
2 After organizational restructuring, I expect that I will know 
exactly what is expected of me 
       
3 After organizational restructuring, I expect that I will know what 
my responsibilities are. 
       
4 After organizational restructuring, I expect that I will divide my 
time more properly. 
       
5 After organizational restructuring, I expect that I feel certain how I 
will be evaluated for a raise or promotion. 
       
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B. Please check the best answer according to your beliefs. 
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1 Organizational restructuring will make it difficult to predict how 
well I can do in a career with this company. 
       
2 Organizational restructuring will make it difficult to know what 
to do to perform my job better than other people in this company. 
       
3 Organizational restructuring will make me uncertain about my 
future in this company. 
       
4 People around here still can’t give consistent information about 
what performance behavior will be valued in this company after 
an organizational restructuring. 
       
C. Please check the best answer according to your beliefs. 
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1 After organizational restructuring, I expect my company would be 
a more effective organization. 
       
2 After organizational restructuring, I expect my company will run 
better than before. 
       
3 After organizational restructuring, I expect I can achieve my work 
goal much easier.  
       
4 After organizational restructuring, I expect I can do my job more 
efficiently.  
       
5 After organizational restructuring, I expect I can do the new job 
better. 
       
6 After organizational restructuring, I expect I can use more of my 
skills and ability. 
       
7 After organizational restructuring, I expect my company would be 
a better place to work. 
       
8 After organizational restructuring, I expect that jobs would be 
upgraded in my company and people would earn more money. 
       
D. Please check the best answer according to your beliefs. 
1 My employer really cares about my well-being.        
2 My employer cares about my opinions.        
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3 My employer values my contributions to its well-being.        
4 My employer strongly considers my goals and values.        
5 My employer cares about my general satisfaction at work.        
6 My employer show very little concern for me.        
7 My employer is willing to help me when I need a special favor.        
8 Even if I did the best possible job, my employer would fail to 
notice. 
       
E. Please check the best answer according to your idea. 
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1 My new job is well within the scope of my abilities.        
2 I do not anticipate any problems in adjusting to work in this 
organization. 
       
3 I feel I am overqualified for the job I will be doing.        
4 I have all the technical knowledge I need to deal with my new job; 
all I need now is practical experience. 
       
5 I feel confident that my skills and abilities equal or exceed those of 
my future colleagues. 
       
6 My past experiences and accomplishments increase my confidence 
that I will be able to perform successfully in this organization. 
       
7 I could have handled a more challenging job than the one I will be 
doing. 
       
8 Professionally speaking, my new job exactly satisfies my 
expectations of myself. 
       
F. Please check the best answer according to your beliefs. 
1 I am willing to put in a great deal of effort beyond that normally 
expected in order to help this organization be successful. 
       
2 I talk up this organization to my friends as a great organization to 
work for. 
       
3 I feel very little loyalty to this organization.        
4 I would accept almost any type of job assignment in order to keep 
working for this organization. 
       
5 I find that my values and the organization’s values are very 
similar. 
       
6 I am proud to tell others that I am part of this organization.        
7 I could just as well be working for a different organization as long 
as the type of work were similar. 
       
8 This organization really inspires the very best in me in the way of 
job performance. 
       
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9 It would take very little change in my present circumstances to 
cause me to leave this organization. 
       
10 I am extremely glad that I chose this organization to work for, 
over others I was considering at the time I joined. 
       
11 There’s not too much to be gained by sticking with this 
organization indefinitely. 
       
12 Often, I find it difficult to agree with this organization’s policies 
on important matters relating to its employees. 
       
13 I really care about the fate of this organization.        
14 For me this is the best of all possible organizations for which to 
work.  
       
15 Deciding to work for this organization was a definite mistake on 
my part. 
       
 
 
Personal information 
1. What is your gender ?   (1) female   (2) male 
 
2. Your highest degree of education? (the degree you have received, not including the one you 
are pursing now) 
 (1) Ph.D.  
 (2) Master’s (MA/MBA/EMBA) 
 (3) BA  
 (4) Two-year and five-year college 
 (5) High school 
 (6) Other, please specify 
 
3. What is the area of specialization of your highest degree?___________ 
 
 
4. Which of the following best describes your position level? (select one only)  
 (1) Senior level manager (above 340) 
 (2) Higher level manager (320-340) 
 (3) Middle level manager (260-300) 
 (4) Low level manager (180-240) 
 (5) Staff (below 180) 
 (6) Other, please specify  
 
5. What is your age? ______________ 
 
6. Current job location: ____________  
 
7. How many years have you worked in this company?    years; how long have you been 
in your current department? ___________ 
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8. Current job department:______________ 
 
9. Have you even worked in other industries_______ (Yes/ No); if  your answer is “Yes,” what 
industries, and how long did you work there_____________________________________ 
 
10. Work nature:___________________    
 
Please double check to make sure you have finished all the questions. Thank you very 
much for your participation. Your support is greatly appreciated!                  
 
---------------- End of questionnaire------------------ 
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Appendix D 
Time One Survey (Chinese) 
員工感知調查問卷 
 
這是一份員工感知調查問卷，貴公司將進行整合，為了關心您的看法與感受，特別設計這
份問卷，請您協助作答，以幫助我了解您的想法。請您根據以下的問題，根據實際情形填
答。問卷內容共包括七個部分。 
本問卷資料僅為學術研究之用，請您放心填答，填答完成後，還煩請仔細檢查是否有遺漏
未填之處。再次感謝您的參與，以及對於台灣人力資源發展研究的支持， 
 
衷心地祝福您 
工作順利，鴻圖大展！  
 
                                                                         美國伊利諾大學香檳分校      
                                                                                                   人力資源發展博士班 林俊佑 敬上                            
 
 
一、請對下列描述您目前工作情況的各題目，在適當的中打。 
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有
點
不
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意 
 
不
確
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有
點
同
意 
 
同
意 
  
非
常
同
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1 組織進行調整之後，我想我將更清楚地知道自己的工作目
標。 
       
2 組織進行調整之後，我想我將更清楚地了解用來評估我個人
工作績效的考評標準。 
       
3 組織進行調整之後，我想我將更清楚地了解自己的工作職
責。 
       
4 組織進行調整之後，我想我將更清楚地了解如何將工作時間
適當地分配與運用。 
       
5 組織進行調整之後，我想我將更清楚地了解要如何表現，才
能夠使自己獲得升等或晉升的機會。 
       
二、請依據目前您個人的感受，在每一題適當的中打。 
1 組織進行調整之後，我想我將更難以預測及規劃未來自己在
公司內的發展方向。 
       
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2 組織進行調整之後，將令人無從得知要怎麼做，才能夠使自
己在公司內可以有超越他人的發展機會。 
       
3 我想組織的調整將使得我更無法確知在公司內發展的情況與
前途。 
       
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點
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非
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4 組織進行調整之後，對於在公司內要如何表現以贏得生涯上
的順利發展，同事們之間尚未有一致的看法。 
       
三、請依據目前您個人的感受，在每一題適當的中打。 
1 組織進行調整後，我預期公司將變成更有效率的組織。        
2 組織進行調整後，我預期公司的營運狀況將會比以往更好。        
3 組織進行調整後，我預期我將能更輕易地達成自己的工作目
標。 
       
4 組織進行調整後，我預期我將能更有效率地完成自己的工
作。 
       
5 組織進行調整後，我預期我將能更適任新的工作職位。        
6 組織進行調整後，我預期我的技術能力將更能發揮和運用。        
7 組織進行調整後，我預期公司的工作環境將會變得更令人滿
意。 
       
8 組織進行調整後，我預期所有的工作都將有所改善與提升，
且人人都有機會賺取更多的薪資報酬。 
       
四、請依據您個人的情況，在每一題適當的中打。 
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1 我的雇主(公司)真的很關心我的福利        
2 我的雇主(公司)很關心我的想法        
3 我的雇主(公司)很重視我對於公司的貢獻        
4 我的雇主(公司)會鄭重考慮我的目標和價值        
5 我的雇主(公司)會關心我的工作滿意度        
6 我的雇主(公司)不太關心我。        
7 當我需要特別的幫助時，我的雇主(公司)會願意幫我。        
8 即使我竭盡所能把工作做到最好，我的雇主(公司)也沒注意
到。 
       
五、請依據您個人的情況，在每一題適當的中打。 
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1 我的能力足以做好公司給我的任何工作任務。        
2 適應我公司裏的工作，我不會有任何問題。        
3 我覺得以我的能力和公司可能指派的工作來說，有點大材小
用。 
       
4 我具備所有需要的技術能力來處理公司的工作，我只是缺少
實務經驗。 
       
5 和公司的同事們比較，我有信心我的技術和能力都足以和他
們並駕齊驅甚至超越他們。 
       
6 我過去的經驗和好的表現讓我對自己可以在我公司表現成功
增加很多信心。 
       
7 我可以做好比我即將要被指派的工作更有挑戰性的工作。        
8 就專業上來說，我的工作跟我對自己的期待是符合的。        
六、請依據您個人的情況，在每一題適當的中打。 
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1 我願意付出許多額外的心力來幫助我公司。        
2 我會向親朋好友說: 我公司是個非常值得效力服務的公司。        
3 我對公司沒有什麼忠誠可言。        
4 為了繼續留在我公司工作，公司指派的任何工作，我都願意
接受。 
       
5 我發現我的價值觀和我公司的價值觀極為相似。        
6 我會很驕傲地告訴別人，我是我公司的一份子。        
7 只要工作性質相似，叫我去別家公司上班也無妨。        
8 我公司真的能鼓勵我在工作表現上發揮所長。        
9 在我目前的狀況下，只要有一點小小的變動就會讓我想要離
開這家公司。 
       
10 我非常高興當初是選擇在我公司服務而非其他的公司。        
11 一直留在這家公司也不會讓我有太多的收穫和成就。        
12 我常常覺得不太認同這家公司對於員工的一些重要政策。        
13 我十分關心公司的發展前途。        
14 對我而言，我公司在我可能選擇服務的所有公司中是最好
的。 
       
15 對我來說，決定在這家公司工作顯然是件錯誤的事。        
 
七、個人資料 
1. 性別：□男 □女 
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2.請問您的最高教育程度為何？（以畢業為準，不包含目前正在進修的學位） 
 (1) 博士                       (4) 二專、五專 
 (2) 碩士(MBA、EMBA、在職專班)  (5) 高中職 
 (3) 學士(含二技、四技)         (6) 其他 
3.請問您最高學歷之主修為：________________ 
4.以下何者最能描述你現在的職階？（單選） 
 (1) 經理級主管 (340以上)           (4) 初階主管 (180-240) 
 (2) 高階主管 (320-340)             (5) 一般人員 (180以下) 
 (3) 中階主管 (260-300) 
 (6) 其他，請說明______________    
 
5. 請問您今年幾歲? ________________ 
6. 您目前工作地點：______________(區域)。 
7. 在貴公司服務總年資：________年；在目前工作部門服務年資__________年。 
8. 目前工作單位: ______________。 
9. 您是否有在其他產業工作過 ______  (回答是或否)； 
   是哪些產業；分別是多少時間?_____________________________________  。 
10. 工作性質:___________________(請您詳述)。 
 
請再檢查一下是否每項都填寫了。 
謝謝您!衷心祝福您!   
---------------- 問卷到此結束----------------- 
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Appendix E 
Time Two Survey (English) 
 
Employee perceptions during organizational restructuring 
 (Time 2 Questionnaire) 
This is a survey about employee perceptions during organizational restructuring. The purpose is to 
examine the relationships between some important factors of employee perceptions during 
organizational restructuring. Your company had an organizational restructuring at the beginning of 
this year which more or less impacted your work and life. Hence, I have designed this 
questionnaire to understand your feelings and perceptions about that change. Please answer the 
following questions based on your understanding of the following three major different 
components. After you have finished answering the questions, please carefully check whether 
there are any items that remain unanswered. I am grateful for your participation, support, and 
valuable opinions in this study, and I extend my wholehearted wishes to you for a successful 
career and life.  
                                                                    
 The University of Illinois at Urbana-Champaign 
     Division of Human Resource Development 
Ph.D. student, Chun-Yu Lin 
 
 
A. Please check the best answer according to your feelings. 
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1 I feel____ with the amount of job security I have.         
2 I feel____ with the amount of personal growth and development I 
get in doing my job.  
       
3 I feel____ with the people I talk to and work with in my job.        
4 I feel____ with the degree of respect and fair treatment I receive 
from my supervisor. 
       
5 I feel____ with a sense of worthwhile accomplishment I get from 
doing my job. 
       
6 I feel____ with the amount of support and guidance I receive from 
my supervisor. 
       
B. Please check the best answer according to your beliefs. 
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1 After the organizational restructuring, I have a much clearer idea 
of my job objective. 
       
2 After the organizational restructuring, I know exactly what is 
expected of me 
       
3 After the organizational restructuring, I know what my 
responsibilities are. 
       
4 After the organizational restructuring, I know that I have divided 
my time properly. 
       
5 After the organizational restructuring, I feel certain how I will be 
evaluated for a raise or promotion. 
       
C. Please check the best answer according to your beliefs. 
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1 Organizational restructuring makes it difficult to predict how 
well I can do in a career within this company. 
       
2 Organizational restructuring makes it difficult to know what to 
do to perform my job better than other people in this company. 
       
3 Organizational restructuring makes me uncertain about my future 
in this company. 
       
4 People around here still can’t give consistent information about 
what performance behavior is valued in this company after 
organizational restructuring. 
       
D. Please check the best answer according to your beliefs. 
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1 After the organizational restructuring, my company becomes a        
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more effective organization. 
2 After the organizational restructuring, my company runs better 
than before. 
       
3 After the organizational restructuring, I can achieve my work goal 
much easier.  
       
4 After the organizational restructuring, I can do my job more 
efficiently.  
       
5 After the organizational restructuring, I can do the new job better.        
6 After the organizational restructuring, I can use more of my skills 
and ability. 
       
7 After the organizational restructuring, my company becomes a 
better place to work. 
       
8 After the organizational restructuring, jobs can be upgraded in my 
company and people would earn more money. 
       
E. Please check the best answer according to your idea. 
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1 I was required to learn new tasks as part of the change.        
2 I now use tools and equipment that I had never used before.        
3 I now meet new work expectations.        
4 I had to adjust to many new things as part of the change.        
F. Please check the best answer according to your beliefs. 
1 The people who send me work are different from before.        
2 The people who I work with are different from before.        
3 The people who receive my work have changed.        
4 I now work with new people while doing my work.        
 
G. Compared with other employees here in jobs similar to yours at the same salary grade, how 
would you rate your own job performance? (Circle a number) 
 
7 One of the best—in the top 10% 
6 Well above average—in the top 25% 
5 Above average—in the top 50% 
4 Average-in the 50% 
3 Below average—in the bottom 50% 
2 Well below average—in the bottom 25% 
1 One of the poorest—in the bottom 10% 
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Personal information 
1. What is your gender ?   (1) female   (2) male 
 
2. Your highest degree in education? (the degree you have received, not including the one you 
are pursing now) 
 (1) Ph.D.  
 (2) Master’s (MA/MBA/EMBA) 
 (3) BA  
 (4) Two-year and five-year college 
 (5) High school 
 (6) Other, please specify 
 
3. What is your specialization area of your highest degree?___________ 
 
 
4. Which of the following best describes your position level? (select one only)  
 (1) Senior level manager (above 340) 
 (2) Higher level manager (320-340) 
 (3) Middle level manager (260-300) 
 (4) Low level manager (180-240) 
 (5) Staff (below 180) 
 (6) Other, please specify  
 
5. What is your age? ______________ 
 
6. Current job location: ____________  
 
7. How many years have you worked in this company?    years; how long have you been 
in this current department? ___________ 
 
8. Current job department:______________ 
 
9. Have you even worked in other industries_______ (Yes/ No); if  your answer is “Yes,” what 
industries, and how long did you work there_____________________________________ 
 
10. Work nature:___________________    
 
Please double check to make sure you have finished all the questions. Thank you very 
much for your participation. Your support is greatly appreciated!                  
---------------- End of questionnaire------------------ 
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Appendix F 
Time Two Survey (Chinese) 
員工感知調查問卷 
 
這是一份員工感知問卷，貴公司已經在今年初進行了組織調整，為了關心您的看法與感
受，特別設計這份問卷，請您協助作答，以幫助我了解您的想法。請您根據以下的問題，
根據實際情形填答。問卷內容共包括七個部分。 
本問卷資料僅為學術研究之用，請您放心填答，填答完成後，還煩請仔細檢查是否有遺漏
未填之處。再次感謝您的參與，以及對於台灣人力資源發展研究的支持。 
 
衷心地祝福您 
工作順利，鴻圖大展！  
 
                                                                          美國伊利諾大學香檳分校      
                                                                                                    人力資源發展博士班 林俊佑 敬上                            
 
 
 
一、請對下列描述您目前工作情況的各題目，依據您個人滿足程度，在適當的中打。 
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1 對目前所獲得的工作保障，我覺得        
2 對目前工作中所獲得的個人成長與發展，我覺得        
3 對目前與我共事的人，我覺得        
4 我的上司對我的尊重與公平對待程度，我覺得        
5 從目前工作中獲得的成就感，我覺得        
6 上司目前給我的支持與指導程度，我覺得        
二、請依據目前您個人的感受，在每一題適當的中打。 
1 組織進行調整後，我更清楚地知道自己的工作目標。        
2 組織進行調整後，我更清楚地了解用來評估我個人工作績效
的考評標準。 
       
3 組織進行調整後，我更清楚地了解自己的工作職責。        
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4 組織進行調整後，我更清楚地了解如何將工作時間適當地分
配與運用。 
       
5 組織進行調整後，我更清楚地了解要如何表現，才能夠使自
己獲得升等或晉升的機會。 
       
三、請依據目前您個人的感受，在每一題適當的中打。 
1 組織進行調整後，我更難以預測及規劃未來自己在公司內的
發展方向。 
       
2 組織進行調整後，令人無從得知要怎麼做，才能夠使自己在
公司內可以有超越他人的發展機會。 
       
3 我想組織的調整使得我更無法確知在公司內發展的情況與前
途。 
       
4 組織進行調整後，對於在公司內要如何表現以贏得生涯上的
順利發展，同事們之間尚未有一致的看法。 
       
四、請依據您個人的情況，在每一題適當的中打。 
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1 組織進行調整後，公司變成了更有效率的組織。        
2 組織進行調整後，公司的營運狀況比以往更好。        
3 組織進行調整後，我能更輕易地達成自己的工作目標。        
4 組織進行調整後，我能更有效率地完成自己的工作。        
5 組織進行調整後，我能更適任新的工作職位。        
6 組織進行調整後，我的技術能力更能發揮和運用。        
7 組織進行調整後，公司的工作環境變得更令人滿意。        
8 組織進行調整之後，所有的工作都有了改善與提升，且人人
都有機會賺取更多的薪資報酬。 
       
五、請依據您個人的情況，在每一題適當的中打。 
1 因為這個改變，讓我需要學習新的任務。        
2 我現在使用以前從未使用過的工具與設備。        
3 我現在面對新的工作期望。        
4 因為這個改變，我必須調整自己以適應很多新事物。        
六、請依據您個人的情況，在每一題適當的中打。 
1 發送給我工作的人(工作上的前手或上司)，跟以前不同了。        
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2 和我一起工作的人， 跟以前不同了。        
3 接續我工作的人（工作上的後手）， 跟以前不同了。        
4 我現在和新的同事/伙伴一起工作。        
 
 
七、與其它相似職位或者薪等的同事相比，您認為您個人的工作表現如何?  
   (請圈選數字) 
 
7  表現頂尖中的一位 (前 10%) 
6  表現遠優於平均 (前 25%) 
5 表現高於平均 (前 50%) 
4 表現平均 (約 50%) 
3 表現低於平均 (後 50%) 
2 表現遠低於平均 (後 25%) 
1 表現低下 (後 10%) 
 
個人資料 
 
1. 性別：□男 □女 
 
2.請問您的最高教育程度為何？（以畢業為準，不包含目前正在進修的學位） 
 (1) 博士                       (4) 二專、五專 
 (2) 碩士(MBA、EMBA、在職專班)  (5) 高中職 
 (3) 學士(含二技、四技)         (6) 其他 
 
3.請問您最高學歷之主修為：________________ 
 
4.以下何者最能描述你現在的職階？（單選） 
 (1) 經理級主管 (340以上)           (4) 初階主管 (180-240) 
 (2) 高階主管 (320-340)             (5) 一般人員 (180以下) 
 (3) 中階主管 (260-300) 
 (6) 其他，請說明______________    
 
5. 請問您今年幾歲? ________________ 
 
6. 您目前工作地點：______________(區域)。 
 
7. 在貴公司服務總年資：________年；在目前工作部門服務年資__________年。 
 
8. 目前工作單位: ______________。 
 
9. 您是否有在其他產業工作過 ______  (回答是或否)； 
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   是哪些產業；分別是多少時間?_____________________________________  。 
 
10. 工作性質:___________________(請您詳述)。 
 
請再檢查一下是否每項都填寫了。 
謝謝您!衷心祝福您!   
---------------- 問卷到此結束----------------- 
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Appendix G 
Recruitment Email (English) 
Dear Participants, 
 
Greetings! My name is Chun-Yu Lin. I am a Ph.D. student majoring in Human Resource 
Development (HRD) in the Department of Education Policy, Organization & Leadership at 
University of Illinois at Urbana-Champaign, Champaign, Illinois, U.S.A. 
I would like to invite you to participate in this interview. The topic is about managers’ 
expectations, perceptions, and job outcomes during an organizational restructuring. Your 
company has had the organizational restructuring, and which might affect your work and life 
more or less. Hence, I arrange this interview for understanding your feelings and perceptions of 
the change. Please understand that only anonymous data will be reported in this study results and 
I will try my best to protect your privacy. Your employers won’t access the data. You will also 
see the interview is conducted in a confidential manner, so please be care free to do the 
interview.  
The interview will take around 40 minutes. Please email back to the one who email you 
and we know you agree to take part in this study. The researcher will contact you when he 
receives your consent form. If you have any questions or comments, please do not hesitate to 
contact me by email at clin37@illinois.edu. You may also contact my advisor, Dr. Ronald Jacobs 
by email at rljacobs@illinois.edu. 
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Appendix H 
Recruitment Email (Chinese) 
各位業界先進 您好: 
 
我是林俊佑，現在就讀於美國依利諾大學香檳分校(University of Illinois at Urbana-
Champaign)人力資源發展學系博士班，我主修的是人力資源發展(HRD)。 
    在此想邀請您參加一個電話訪談，貴公司先前曾進行了組織調整，為了解您對此次組
織調整的看法與感受，因此設計了這次的訪談，我將竭盡所能保護您的隱私權，我不會進
一步追蹤您的個人資料，亦不會將受訪資料給您的雇主看，在研究報告中我亦僅呈現匿名
資料，因此，請您放心回答。 
    本訪談估計將耗時約 40分鐘，請您直接回信給發信給您的人員表示您願意參加本研
究。本研究者將與您約定訪談時間後進行，非常感謝您，我很樂意答覆您相關問題，還請
您不吝指教!您可透過電子郵件直接與我聯繫 (email: clin37@illinois.edu)，或者，您也可
以聯繫我的指導教授 Dr. Ronald Jacobs (email: rljacobs@illinois.edu) 
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Appendix I 
Interview Guide (English) 
Introduction 1. Introduce the purpose of study 
2. State the interview method and procedure  
3. State the confidentiality of data and the IRB protocol 
Overview of study  
 
How are you? My name is Chun-Yu Lin. I am a Ph.D. student with a major of HRD at 
University of Illinois at Urban-Champaign. In this interview, I am interested in investigating 
what you learn from your experience with this organizational change. Please reflect back on 
your experience and provide some examples or real cases for explaining your thoughts and 
opinions. 
Interview key points  A. What did you know about this organizational change before it was officially announced? 
B. How did you feel about this organizational change when informed about it? 
C. What concerns did you have about this organizational change at that time? 
D. Before the organizational change took place, did you talk to anyone or take any other 
action to find out details about it? If so, what did you do? 
E. How did you think the change might affect your own job situation? 
F. Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes? 
G. What was the relationship between the change outcomes your concerns? Were your 
concerns warranted? Why or why not? 
H. Two years after the reorganization, what are your feelings now about the organizational 
change? 
I. What are your feelings now about your company? 
J. Based upon your experiences with this reorganization, if you could advise someone else in 
the same situation, what would you tell them? 
Questions to probe A. In terms of your knowledge about organizational restructuring: 
 
1. Did you know about this organizational change before it was officially announced?  
2. When did you know about this organizational change? 
3. Did anyone talk about this change with you? 
4. How sis you know about this change? 
5. At that time, what did you know about this change?  
 
B. In terms of your feelings about organizational restructuring: 
 
1. When were you officially informed about this organizational change, how did you feel?  
2. How did you feel about this change? 
3. Why did you feel that way? Any cases? 
 
C. In terms of your concerns about organizational restructuring: 
 
1. Please reflect back on your experience. What concerns did you have about the change? 
2. Can you share your opinions about this change? 
3. Can you share any concerns and impacts from your view? 
 
D. In terms of your information seeking behaviors about organizational restructuring: 
 
1. Did you want to know more details about the change?  
2. Did you talk with anyone to find out details about the change? If so, what did you do? 
3. Did you take any action to find out details about the change? If so, what did you do? 
 
E. In terms of expected change impact on job outcomes: 
 
1. How did you think the change might impact your own job? 
2. How did you think the change might impact your job processes? 
3. What do you think about your job satisfaction owing to change?  
4. What do you think about your job performance owning to change? 
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F. In terms of change impact on job outcomes:  
1. How did the change impact your own job due to change? 
2. How did the change impact your work processes due to change? 
 
G. In terms of concerns and change outcomes: 
1. What was the relationship between the change outcomes and your concerns? 
2. Were your concerns warranted? 
3. Can you give examples and explain why or why not? 
 
H. In terms of your feelings now about the change: 
1. What do you feel now about the change?  
2. Can you explain why or why not? 
 
I. In terms of your feelings now about the company: 
1. What are your feelings now about your company? 
2. Will you prefer to stay in this company rather than leave? 
 
J. In terms of what you’ve learned: 
 
1. What do you think about the impact of change on your life? 
2. What do you think about the impact of change on your thoughts? 
3. If you could advise someone else in the same situation, what would you tell them? 
Closing Any other comments? 
Advice? For the researcher?  
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Appendix J 
Interview Guide (Chinese) 
介紹 1. 介紹本研究目的與主旨 
2. 說明訪談方式與過程  
3. 說明研究保密性與受訪者相關權益 
研究概要 
 
您好!我是林俊佑，伊利諾大學香檳分校人力資源發展專業的博士生，這個訪問是希
望了解您從這個組織改變學到了什麼，請您回想在組織重整前您的感覺和經驗回答問
題，並請輔以具體例子說明。  
訪談要點  A.在正式宣布改變前，您對這個改變了解有多少? 
B.當知道公司會有改變時，您的感覺是什麼? 
C.在那時候，您對於這個改變有什麼顧慮? 
D.在改變發生前，您有沒有跟任何人聊過或者做過什麼事來多了解這個改變?如果 
  是，您做了什麼? 
E.您那時預期這個改變對您的工作有什麼影響? 
F.回想過去改變後的兩年中，這個改變如何影響您工作和工作流程? 
G.公司改變後的結果和你之前的顧慮有什麼關係? 您之前的顧慮成真嗎?為什麼? 
H.從公司改變後到現在有兩年了，您覺得這個改變怎麼樣? 
I.您目前覺得公司怎麼樣? 
J.根據您的經驗，如果您遇到別人有相同情況，您會給什麼建議? 
追問要點 A、就對組織重整的了解來說 
 
1.回想在公司重整宣布前，您已經知道這個消息了嗎?  
2.您是什麼時候知道公司要改變的?  
3.有人告訴你公司將會有改變嗎?  
4.你是怎麼知道公司會有改變的? 
5.在那時候，對這個組織重整您了解有多少? 
 
B、就對組織重整的感受來說 
 
1.當您正式知道公司會有改變，您的感受如何?  
2.您對於即將到來的組織重整，有什麼感覺?  
3.那時候為什麼會有那樣的感覺? 有例子嗎? 
 
C、就組織重整的顧慮來說 
 
1.請您回想，您個人對於組織重整關心哪些問題?  
2.您個人對於組織重整看法是怎樣? 有例子嗎? 
3.有擔心什麼事情或影響嗎? 
 
D、就對於重整相關資訊的收集來說 
 
1.對於公司改變的資訊，有想去多了解嗎? 
2.有曾經問過哪些人嗎? 
3.有曾經做過哪些事情去多了解嗎? 
  
E、就預期組織重整對工作影響來說 
 
1.您預期公司的改變對於您個人工作的影響有哪些? 
2.您預期對於您工作流程或和同事的工作的影響有那些?  
3.預期對於工作滿意的影響? 
4.預期對於工作績效的影響? 
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F、就組織重整對工作影響來說 
 
1.公司的改變對於您個人工作的影響有哪些? 
2.對於您工作流程或和同事的工作的影響有那些? 
 
G、就您對改變的顧慮和改變結果來說 
 
1.改變的結果和您的顧慮的關係為何? 
2.您的顧慮都有發生嗎? 
3.請您列舉實例說明? 
 
H、就您對於公司這個改變的感覺來說 
1.您覺得這個改變怎麼樣? 
2.您能列舉實例說明嗎? 
 
I、就您目前對公司的感覺來說 
1.您目前對公司的感覺怎麼樣? 
2.給您選擇您會選擇繼續留在這家公司嗎? 
 
J、就給予他人建議來說 
 
1.公司改變對於您個人的生活影響有那些? 
2.對於您想法的影響? 
3.您會給類似經歷的人什麼建議? 
 
結尾 請問您有沒有任何評論與建議? 
若是您之後有更多的想法歡迎提供給訪談者。 
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Appendix K 
Interview Questions (English) 
Please reflect back on your experience and situation before and after this organizational change  
 
had occurred in your company. 
 
1. What did you know about this organizational change before it was officially announced? 
 
2. How did you feel about this organizational change when informed about it? 
 
3. What concerns did you have about this organizational change at that time? 
 
4. Before the organizational change took place, did you talk to anyone or take any other 
     
            action to find out details about it? If so, what did you do?  
 
5. How did you think the change might affect your own job situation? 
 
6. Looking back over the past two years since the reorganization, how has the change  
 
            affected your own job and work processes? 
 
7. What was the relationship between the change outcomes and your concerns? Were your  
 
concerns warranted? Why or why not?  
 
8. Two years after the reorganization, what are your feelings now about the organizational  
 
       change? 
 
9. What are your feelings now about your company? 
 
10. Based upon your experiences with this reorganization, if you could advise someone else  
 
            who might be experiencing the same situation, what would you tell them? 
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Appendix L 
Interview Questions (Chinese) 
訪談問題 
回到公司還沒進行改變之前或公司已經改變後的時間點，請回想您的經驗和狀況回答問
題。 
 
1.在正式宣布改變前，您對這個改變了解有多少? 
 
2.當知道公司會有改變時，您有什麼感覺? 
 
3.在那個時候，您對於這個改變有哪些顧慮? 
 
4.在改變發生前，您有沒有跟任何人聊過或者做些什麼事來多了解這個改變? 如果是，您            
  做了什麼? 
5.在改變發生前，您覺得這個改變對您工作會有什麼影響? 
6.回想從公司改變後的兩年當中，這個改變如何影響您的工作和工作流程? 
7.公司改變後的結果和您之前的顧慮有什麼關係? 您之前的顧慮有發生嗎? 請說明為什麼? 
8.從公司改變後到現在有兩年了，您覺得這個改變怎麼樣? 
9.您覺得目前公司怎麼樣? 
10.根據您的經驗，如果遇到別人有相同的情況，您會給什麼建議? 
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Appendix M 
Survey Data (Time One) 
ID Q1 Q2 Q3 Q4 Q5 Q1 Q2 Q3 Q4 Q1 Q2 Q3 Q4 Q5 Q6 Q7 Q8 Q1 Q2 Q3 Q4 Q5 Q6 Q7 Q8 
1 2 2 2 2 2 3 3 3 4 6 6 6 6 6 6 6 6 6 6 6 6 6 5 4 5 
2 6 5 3 2 3 5 3 5 6 4 4 5 6 4 4 4 4 7 3 6 6 5 5 3 6 
3 3 3 2 2 2 3 3 3 3 5 5 6 6 6 6 6 6 6 5 5 5 5 5 6 3 
4 3 3 3 3 4 4 4 3 3 5 5 5 5 4 4 4 4 6 6 6 6 6 6 4 4 
5 2 2 2 2 2 3 3 3 4 6 6 5 6 6 6 6 6 6 6 6 6 6 5 4 5 
6 3 3 2 2 3 4 2 2 3 4 4 5 5 5 5 4 5 6 6 6 6 6 6 5 6 
7 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 5 5 5 5 4 5 3 
8 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 3 3 4 4 3 4 3 4 4 3 
9 3 3 3 3 4 4 4 4 4 5 6 4 4 6 4 4 4 7 7 7 7 7 6 6 5 
10 3 4 3 2 5 4 4 4 4 5 5 5 5 5 6 6 6 5 5 5 5 5 4 5 4 
11 3 3 3 3 5 4 4 3 5 5 5 5 5 5 5 5 5 7 5 5 5 5 6 6 6 
12 5 7 6 6 6 7 6 7 6 5 4 3 3 3 4 1 3 5 4 4 4 4 4 5 5 
13 3 4 3 4 3 3 2 2 4 6 4 5 5 5 4 5 3 3 3 3 3 3 4 5 4 
14 4 4 4 4 2 5 5 4 4 4 4 4 4 4 4 4 4 3 3 3 3 3 4 4 4 
15 4 4 3 3 3 3 4 4 4 4 4 5 5 5 5 4 4 5 4 4 4 4 4 4 3 
16 5 5 5 4 6 5 5 5 6 3 2 3 3 3 3 3 2 2 2 2 3 2 3 4 3 
17 3 3 3 3 3 3 3 3 4 4 6 5 5 5 5 4 4 5 4 4 4 5 4 4 4 
18 3 3 3 2 3 6 4 6 6 5 4 4 4 4 4 4 4 7 7 7 6 6 4 4 4 
19 3 3 3 3 3 5 5 5 5 5 5 5 5 5 5 4 4 5 5 5 5 5 5 5 3 
20 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 4 4 4 4 4 4 3 
21 4 5 4 5 6 5 4 4 4 4 4 4 4 4 4 4 3 4 4 4 4 4 4 4 4 
22 5 5 5 5 6 5 4 3 5 5 5 4 5 5 5 5 6 6 3 4 4 5 4 5 4 
23 3 2 2 2 2 5 2 2 6 6 6 6 6 6 6 6 7 6 7 6 6 6 2 1 2 
24 2 2 2 2 2 2 2 2 5 6 6 6 6 6 6 6 6 6 4 5 5 5 6 6 3 
25 2 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 5 3 5 
26 5 5 5 5 5 3 3 3 5 5 4 5 5 4 5 4 3 5 5 5 5 5 3 5 6 
27 6 6 6 6 7 2 2 2 4 2 3 2 2 2 2 2 2 4 4 4 4 4 6 4 3 
28 2 3 2 2 3 4 4 3 4 5 4 4 4 4 4 4 3 6 5 4 4 4 4 5 4 
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29 4 4 3 4 4 4 4 4 4 4 4 4 4 4 4 5 4 5 4 3 4 4 4 4 4 
30 3 3 3 3 4 4 4 3 3 5 5 5 5 5 5 4 5 6 6 5 5 5 5 6 5 
31 2 2 2 1 2 1 1 1 2 6 6 5 5 5 5 5 5 7 5 5 5 5 5 6 7 
32 2 2 2 2 2 6 3 3 3 6 6 6 6 6 6 6 6 6 6 6 5 5 5 6 5 
33 3 3 3 3 4 4 4 4 5 4 4 4 4 4 4 4 4 5 4 5 4 4 4 4 3 
34 2 2 2 2 2 6 6 6 6 2 2 2 2 2 6 2 2 4 4 6 4 4 3 6 5 
35 4 4 4 3 2 2 3 3 6 4 5 6 6 5 6 4 5 6 6 5 5 5 6 6 5 
36 5 5 5 5 5 3 5 5 6 3 4 4 4 4 4 4 4 3 3 3 3 3 2 5 2 
37 3 3 3 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
38 3 3 3 2 3 5 5 5 5 4 4 4 4 5 5 4 4 6 4 4 5 6 6 6 6 
39 6 6 6 6 6 6 2 6 4 3 4 4 4 4 4 4 4 7 7 6 6 7 7 7 7 
40 3 3 3 3 4 2 2 2 6 6 4 5 6 6 6 4 5 6 6 6 6 5 6 4 6 
41 4 4 4 4 4 4 4 4 4 5 4 5 5 5 5 5 5 4 4 4 4 4 3 4 3 
42 2 2 6 6 6 2 4 6 6 6 6 4 6 6 6 5 4 6 6 6 6 6 7 6 6 
43 5 5 5 5 6 5 5 5 5 2 6 5 5 4 4 5 5 4 4 3 3 3 4 5 4 
44 4 4 3 3 4 5 3 3 4 6 6 5 5 5 4 4 5 7 4 6 5 5 4 5 3 
45 4 4 3 3 4 5 5 4 5 6 6 5 5 5 4 4 5 6 4 6 4 4 4 4 3 
46 5 5 5 5 5 5 5 5 5 4 4 5 5 5 5 4 4 3 3 3 3 3 3 3 3 
47 5 6 6 3 7 5 3 3 5 5 5 6 6 6 6 5 4 5 4 4 4 4 4 5 4 
48 5 5 5 3 5 6 3 3 4 2 2 4 4 4 2 2 3 4 3 3 2 2 4 4 3 
49 2 2 2 2 6 1 1 1 6 4 5 4 4 4 5 3 2 6 4 6 3 5 7 4 7 
50 4 4 1 2 4 5 2 2 4 6 6 6 6 7 5 6 4 6 5 5 5 6 6 6 6 
51 2 2 3 2 5 3 2 2 3 6 5 4 3 3 5 3 5 6 6 6 6 5 6 6 6 
52 3 3 2 2 2 3 3 3 7 6 4 5 6 6 6 6 5 5 5 5 4 5 5 5 3 
53 2 2 2 2 2 6 2 2 2 6 5 6 6 6 6 6 6 5 5 5 5 6 6 6 6 
54 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 3 3 3 3 3 4 3 
55 1 2 2 2 3 3 2 1 3 5 4 4 5 5 6 6 4 6 5 5 5 5 7 5 5 
56 2 2 2 2 3 2 2 2 3 5 5 5 5 6 5 5 4 6 5 6 5 6 5 4 3 
57 3 5 5 5 6 5 5 5 6 4 4 3 4 4 5 4 4 5 5 5 4 4 5 5 4 
58 2 3 1 2 5 5 2 2 6 5 6 7 7 7 7 6 1 5 3 3 3 3 3 3 3 
59 3 6 3 2 6 6 6 6 5 3 4 4 4 4 4 4 4 4 4 5 4 3 4 4 4 
60 4 5 2 4 6 4 4 4 4 4 4 4 4 4 4 4 4 4 3 4 3 3 2 3 2 
61 6 6 5 5 6 2 2 2 2 2 3 2 2 2 2 2 2 4 4 5 4 3 3 4 3 
206 
62 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 
63 4 5 4 4 4 3 5 3 5 5 6 4 5 5 5 4 4 6 6 5 5 5 3 5 3 
64 4 4 3 4 3 4 5 4 6 5 4 4 4 5 4 5 4 4 6 5 5 6 4 5 3 
65 2 2 2 2 5 6 3 5 5 4 4 4 4 4 4 4 4 3 3 3 2 3 4 4 2 
66 3 4 3 3 4 4 4 4 5 5 5 5 5 5 5 4 4 4 4 6 4 4 4 4 4 
67 4 4 4 3 4 5 3 3 6 4 4 4 4 4 4 4 3 6 6 6 6 6 6 6 5 
68 4 4 4 4 4 4 4 4 5 4 4 4 4 4 4 4 4 5 5 4 4 4 4 4 4 
69 1 1 1 1 1 7 4 4 1 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 
70 4 4 4 3 3 5 5 4 3 5 4 4 4 4 4 4 4 3 3 3 2 5 3 4 2 
71 2 2 3 2 2 5 3 5 5 6 6 5 5 5 5 5 6 6 6 6 6 6 5 5 3 
72 3 3 3 2 3 5 5 6 5 5 5 5 4 6 5 5 5 5 5 5 4 5 3 5 3 
73 3 3 3 3 3 5 5 5 5 5 5 5 5 5 5 5 5 4 4 5 4 5 4 5 4 
74 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 3 3 3 3 3 5 4 4 
75 2 2 3 3 4 4 4 4 4 5 4 4 5 5 6 5 4 4 4 4 4 4 3 4 4 
76 2 2 2 2 2 3 3 3 4 4 5 4 4 4 4 4 4 6 6 6 6 6 6 6 6 
77 6 6 6 6 6 5 4 4 5 2 2 2 2 2 2 2 2 2 2 2 2 2 6 2 6 
78 2 2 2 2 3 2 2 2 2 6 6 6 6 6 6 6 6 6 5 6 6 6 6 6 6 
79 2 2 2 2 2 4 4 3 4 6 6 5 5 5 5 6 6 6 6 6 6 6 6 6 6 
80 4 4 4 4 4 4 4 2 4 5 5 5 5 5 5 5 4 6 6 6 6 6 6 6 6 
81 2 2 1 1 2 4 4 3 5 6 5 6 6 6 5 5 2 4 4 4 4 6 4 4 3 
82 3 3 2 2 4 2 2 2 5 5 6 6 6 6 6 5 5 6 6 5 5 5 6 4 6 
83 3 3 3 3 3 5 5 5 5 5 5 3 3 5 5 3 3 6 6 6 6 6 6 6 6 
84 3 5 3 5 2 5 1 4 6 4 5 4 5 4 4 5 6 5 4 2 5 4 4 5 4 
85 4 4 4 3 4 5 4 4 5 6 6 6 5 5 5 4 4 5 4 4 4 4 3 5 4 
86 2 2 2 2 2 3 3 3 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
87 4 4 4 4 4 4 4 4 4 4 2 4 4 4 4 4 4 5 5 4 2 4 4 3 4 
88 5 5 5 5 5 5 5 5 5 3 3 5 5 5 5 5 5 5 3 5 5 5 5 5 5 
89 3 4 4 4 4 4 4 4 5 5 4 5 5 5 4 4 4 4 4 4 4 3 4 2 2 
90 2 2 2 2 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
91 3 3 2 2 2 3 3 3 3 3 4 5 5 5 5 4 4 7 6 7 6 7 6 7 6 
92 6 5 5 5 5 6 6 6 6 3 6 4 5 6 5 3 3 3 2 3 3 3 2 4 3 
93 4 4 4 4 4 4 4 5 5 5 5 5 5 5 5 5 4 4 4 4 4 4 4 4 4 
94 3 3 3 3 4 4 4 5 5 4 5 4 4 4 4 5 5 5 4 4 4 5 5 4 4 
207 
95 2 2 2 2 2 2 4 2 4 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
96 3 3 3 2 3 5 3 3 5 5 5 5 6 6 6 4 4 6 5 5 6 5 6 5 5 
97 4 4 4 4 4 4 4 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 
98 4 4 4 4 4 4 4 4 4 6 4 4 4 4 4 4 4 3 4 4 4 5 5 3 4 
99 2 4 2 3 4 5 4 5 6 3 4 4 4 4 3 3 3 4 4 3 6 6 2 5 3 
100 4 4 4 4 4 4 4 4 5 6 6 4 5 5 4 5 4 6 5 4 4 4 7 5 5 
101 3 2 2 2 2 6 6 6 6 6 6 5 5 5 4 6 4 6 4 6 5 6 6 6 6 
102 6 6 6 6 6 6 6 6 6 2 4 4 4 4 4 2 2 4 4 4 4 4 4 4 3 
103 4 4 2 2 6 6 4 4 6 6 6 6 6 6 6 6 4 5 4 4 4 4 4 4 4 
104 3 3 3 3 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 
105 4 4 4 4 4 5 5 5 3 2 4 4 4 4 4 3 4 4 4 5 3 4 4 4 4 
106 3 3 3 3 3 4 3 3 4 5 6 5 5 4 4 4 5 6 4 4 4 5 4 5 5 
107 4 3 3 3 4 4 4 4 4 4 4 4 4 4 4 4 4 7 6 6 6 6 6 7 7 
108 6 6 3 2 7 5 3 5 7 5 4 4 4 5 5 4 2 5 2 3 3 3 3 3 3 
109 3 4 3 2 2 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 4 4 1 4 2 
110 4 4 4 4 7 7 4 4 4 4 4 4 4 4 4 4 4 4 1 1 1 1 1 1 1 
111 4 4 4 4 4 5 4 5 4 4 4 4 5 5 4 5 4 5 5 5 5 5 5 4 4 
112 3 3 2 3 4 4 4 3 5 5 6 5 5 4 4 4 3 6 5 6 6 4 3 4 3 
113 2 4 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 1 2 2 4 2 2 4 2 
114 3 6 4 4 6 6 4 4 2 4 4 4 4 4 4 4 4 6 6 6 6 6 6 6 4 
115 2 3 3 3 4 3 4 4 4 5 6 4 4 4 5 4 4 6 5 5 4 5 6 4 3 
116 3 3 3 3 4 4 5 4 5 6 6 5 5 5 5 4 5 5 4 5 4 4 3 4 3 
117 2 2 2 2 2 6 6 2 3 6 6 6 6 5 6 5 6 4 5 5 5 5 5 5 6 
118 2 2 2 2 2 2 2 2 3 5 5 5 5 6 6 5 4 6 6 6 6 6 7 6 6 
119 2 2 2 2 2 2 2 2 2 7 7 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
120 3 3 3 3 3 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 4 4 4 4 
121 4 4 4 3 3 3 3 3 6 6 6 5 4 5 6 3 3 5 4 3 4 5 3 4 4 
122 4 4 4 4 4 4 4 4 4 4 5 5 4 4 4 4 4 4 4 5 5 5 4 4 4 
123 6 6 6 6 6 2 2 6 6 4 6 4 2 2 2 2 2 3 2 5 2 2 3 2 3 
124 2 2 2 2 2 2 2 2 2 7 7 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
125 4 4 5 5 4 4 3 4 5 5 5 4 5 4 5 3 2 5 4 5 4 3 4 4 3 
126 2 2 2 2 2 2 2 2 2 6 6 6 6 6 6 6 6 7 6 6 6 6 7 7 7 
127 1 1 1 1 2 5 4 4 5 6 7 6 6 6 6 7 7 7 7 7 7 7 1 6 4 
208 
128 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 5 5 4 5 5 5 5 
129 3 3 2 2 3 4 4 4 4 5 4 4 4 5 5 5 5 4 4 5 4 4 4 4 4 
130 2 2 2 3 4 3 3 3 6 4 6 5 4 4 4 4 4 7 7 6 5 6 6 4 4 
131 4 4 4 4 4 4 4 4 5 4 4 4 4 5 4 4 4 6 5 6 6 6 6 5 6 
132 2 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
133 2 2 2 2 6 2 2 2 6 6 6 6 6 6 6 4 4 6 6 6 6 6 6 6 6 
134 3 3 3 2 4 4 3 3 3 5 6 5 5 5 5 4 4 7 6 6 5 5 6 6 6 
135 4 4 4 4 4 5 6 6 6 5 4 4 4 4 4 4 2 4 4 5 4 4 4 4 4 
136 5 5 5 5 5 3 3 3 3 3 3 3 3 3 3 3 3 5 4 4 4 3 3 5 3 
137 2 2 2 2 3 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
138 5 6 6 6 6 2 2 3 4 2 2 3 2 2 2 2 2 4 3 6 3 3 3 4 2 
139 3 2 2 3 3 5 6 6 6 5 5 5 5 5 5 5 5 6 6 6 6 6 2 6 2 
140 2 2 2 2 2 6 4 4 4 5 4 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
141 4 4 2 3 4 4 4 4 3 4 4 4 4 4 4 4 4 7 5 4 4 5 3 4 4 
142 2 2 2 2 4 3 2 2 3 6 6 6 6 6 6 6 6 6 6 6 6 6 2 6 2 
143 3 3 3 3 3 5 3 3 4 6 6 6 6 6 6 5 5 6 5 5 5 5 5 5 5 
144 2 2 2 2 2 6 6 6 6 6 5 5 5 5 6 6 6 5 5 5 5 5 4 5 4 
145 4 4 2 4 4 6 4 4 4 4 5 5 5 4 4 4 4 6 6 6 5 6 4 5 4 
146 2 2 2 2 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
147 4 4 2 2 4 4 4 3 4 4 6 4 5 5 6 5 5 6 4 4 4 3 5 5 5 
148 3 3 3 3 3 3 3 3 4 5 6 5 5 5 5 5 5 6 6 6 6 6 6 6 6 
149 2 2 2 2 2 4 5 5 6 6 6 6 6 6 6 6 2 6 2 6 6 6 5 6 5 
150 5 4 4 4 4 5 4 4 5 4 4 4 4 4 4 4 4 4 4 4 4 3 3 3 4 
151 2 2 3 3 3 5 5 5 6 4 6 4 6 4 4 4 4 6 5 5 5 5 6 6 4 
152 4 4 4 4 4 4 4 4 4 4 6 4 4 4 4 4 1 3 3 3 3 3 4 3 4 
153 2 2 2 2 2 5 4 3 4 6 6 6 6 6 6 6 4 7 6 6 6 6 6 6 6 
154 4 4 4 4 4 5 4 5 5 4 5 4 4 4 4 4 3 4 4 4 4 4 4 5 5 
155 4 4 3 4 4 5 5 5 5 3 3 4 4 5 4 4 3 5 4 6 5 5 5 6 5 
156 3 2 2 2 2 2 2 2 2 5 5 4 5 6 6 3 2 4 5 5 5 5 3 5 2 
157 2 3 3 3 3 5 5 2 4 6 5 5 5 5 5 5 4 5 4 6 5 5 4 4 4 
158 4 4 4 4 3 3 3 3 5 6 4 4 4 4 5 5 4 6 5 5 5 6 6 5 5 
159 3 3 3 3 3 3 3 3 5 5 7 6 6 6 6 6 6 5 5 5 5 5 3 5 3 
160 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 5 5 5 5 2 4 3 
209 
161 2 2 2 2 4 6 6 6 6 4 5 5 5 5 4 4 4 5 4 4 4 4 5 5 4 
162 2 2 2 2 2 2 2 2 4 5 6 6 6 6 6 6 6 6 6 6 6 6 2 6 6 
163 5 4 4 3 3 5 5 2 6 4 5 4 4 4 5 5 5 6 6 6 4 4 4 4 3 
164 4 4 4 3 3 5 4 4 4 5 6 6 6 5 5 5 6 4 4 4 4 4 4 4 4 
165 3 3 2 3 6 3 4 4 6 4 4 4 4 4 4 4 4 6 4 4 4 4 4 5 2 
166 4 4 4 3 3 3 3 3 5 5 5 5 5 5 5 5 4 3 4 5 5 5 4 5 3 
167 4 4 4 4 4 4 4 3 5 4 4 4 4 4 4 4 4 5 5 5 5 5 5 5 4 
168 2 2 2 2 2 6 6 6 6 6 7 7 7 7 6 7 7 6 7 7 6 6 7 6 2 
169 2 2 2 2 4 4 4 2 5 4 4 4 4 3 3 3 2 6 6 6 6 6 6 4 4 
170 4 4 4 4 4 4 4 4 4 4 3 4 4 4 4 4 4 4 3 3 3 3 4 4 3 
171 3 3 3 4 3 3 5 5 5 6 6 6 6 6 6 6 6 6 6 6 6 3 3 5 3 
172 6 6 6 6 6 6 6 6 6 3 4 4 4 4 4 4 4 4 3 5 3 4 5 4 5 
173 4 2 2 2 4 6 6 4 5 6 5 4 6 4 5 3 4 5 5 5 5 5 6 4 5 
174 4 3 3 2 3 6 3 3 4 5 4 5 5 4 4 3 4 4 4 4 3 4 4 4 4 
175 4 4 4 4 4 6 3 4 5 6 4 4 4 6 4 4 4 5 5 5 5 6 6 6 6 
176 4 4 4 3 4 4 4 4 5 4 4 4 4 4 4 4 4 5 5 5 5 5 5 4 4 
177 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 4 4 4 5 4 4 3 
178 3 4 4 4 4 4 4 4 4 4 5 5 5 5 5 5 5 5 5 4 4 4 4 4 4 
179 5 4 4 4 4 4 5 5 6 4 3 4 4 4 3 2 3 5 6 4 6 2 4 3 6 
180 3 3 3 3 3 4 3 3 4 5 6 4 4 4 4 4 5 5 4 4 4 4 5 4 5 
181 4 4 3 4 4 4 4 4 4 4 5 4 4 4 4 4 4 4 4 4 4 4 5 4 5 
182 2 2 2 2 2 3 2 2 2 6 6 4 5 5 4 5 5 6 5 5 6 5 6 6 6 
183 4 6 5 3 6 6 6 6 6 4 4 4 3 3 2 2 2 4 4 4 4 4 2 4 2 
184 3 2 2 2 2 6 3 3 3 5 6 6 6 6 6 6 6 5 5 6 6 6 6 6 5 
185 2 2 2 2 2 4 2 2 6 6 6 2 6 5 5 5 4 6 6 6 6 6 7 7 6 
186 3 3 3 2 3 5 3 2 2 6 6 5 6 6 5 5 5 6 5 5 5 6 6 5 5 
187 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 4 4 4 4 4 4 2 
188 2 2 2 2 2 2 6 2 6 6 6 6 7 7 7 7 5 5 6 7 7 6 6 5 6 
189 3 3 3 3 3 3 3 3 5 5 6 6 6 6 6 6 6 5 5 4 4 4 5 4 4 
190 4 4 3 3 3 4 4 4 5 4 5 4 5 5 5 4 4 5 4 5 4 4 4 4 4 
191 4 4 4 4 4 5 5 4 4 4 4 4 4 5 4 4 4 4 4 4 5 5 4 4 4 
192 3 3 2 2 2 2 2 2 3 6 6 5 5 5 5 4 5 5 5 4 4 4 5 6 3 
193 4 4 4 4 4 4 4 3 4 4 4 4 5 5 4 4 4 5 5 5 3 5 5 5 3 
210 
194 2 2 2 2 2 6 2 2 6 6 6 6 6 6 6 6 6 6 6 4 4 6 4 5 4 
195 5 5 4 4 4 4 4 4 4 4 5 4 4 4 4 4 4 3 3 3 3 3 4 4 4 
196 3 3 2 2 2 2 2 2 2 6 6 6 6 6 6 6 6 6 4 6 6 6 7 6 6 
197 2 2 2 2 2 3 3 3 6 7 7 6 5 6 4 6 4 6 6 6 6 6 6 6 4 
198 3 2 2 2 2 6 6 6 4 4 4 4 4 4 4 4 4 6 3 6 6 6 5 4 4 
199 3 2 2 3 6 6 5 6 6 4 6 6 6 6 5 4 6 6 5 2 6 6 6 6 3 
200 2 2 2 2 2 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
201 4 4 4 4 4 5 5 5 5 4 4 4 4 4 4 4 4 5 5 4 4 4 4 5 4 
202 5 5 5 5 5 4 4 4 4 4 4 4 4 4 4 4 4 5 5 4 4 4 6 5 4 
203 5 5 5 5 5 5 5 5 5 3 4 4 4 6 4 3 2 2 2 2 2 6 6 3 6 
204 2 2 2 2 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 7 5 6 
205 1 1 1 1 1 7 6 2 7 4 7 7 7 7 7 7 7 7 7 1 7 7 1 7 4 
206 3 4 3 4 3 4 3 3 4 5 5 5 5 5 5 4 4 5 3 6 4 5 6 6 6 
207 3 5 5 5 6 3 2 4 6 6 4 4 4 4 4 4 4 5 4 3 3 3 5 4 3 
208 3 3 3 2 2 6 4 4 5 6 5 6 5 5 5 5 6 6 5 5 5 5 4 5 4 
209 2 2 2 2 2 6 4 4 4 6 6 6 6 6 4 4 6 4 4 7 4 4 4 4 4 
210 2 2 2 3 3 6 3 3 3 5 5 6 6 6 5 5 6 5 5 6 5 6 6 5 3 
211 4 4 2 2 3 2 2 2 4 6 7 3 3 2 2 6 6 6 4 4 4 4 4 4 4 
212 3 4 5 5 4 3 2 5 6 6 5 5 5 5 5 4 4 6 5 5 5 5 7 4 6 
213 2 2 2 4 4 4 4 4 4 4 4 4 5 5 5 5 5 6 6 6 6 6 2 4 4 
214 3 4 4 4 3 4 3 3 5 4 4 4 4 4 4 4 3 6 5 5 5 6 6 6 5 
215 2 2 2 2 4 5 5 5 5 5 5 4 4 6 5 5 4 7 4 7 4 5 7 6 3 
216 2 2 2 2 1 6 3 2 4 7 6 5 6 6 5 6 5 6 4 6 7 5 2 5 4 
217 2 3 2 2 6 6 6 6 7 4 5 3 4 5 5 4 7 5 2 5 3 5 3 5 4 
218 4 4 5 6 6 4 6 6 6 4 4 4 4 6 4 4 4 5 3 3 2 4 3 4 3 
219 5 5 4 4 4 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 
220 4 4 4 4 4 2 2 2 4 4 4 4 5 4 4 4 3 6 4 4 5 5 6 3 5 
221 4 4 2 2 4 4 2 1 6 7 6 4 5 5 5 7 6 6 4 6 5 6 6 6 6 
222 4 4 3 3 4 3 4 4 6 4 4 4 4 4 4 4 4 5 4 6 5 5 4 5 5 
223 4 3 3 3 3 6 6 3 3 6 6 6 6 6 6 6 6 6 6 5 5 5 5 4 3 
224 4 4 4 4 4 5 4 5 5 4 4 4 4 4 4 4 4 5 5 5 4 4 5 4 3 
225 2 2 2 2 2 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
226 1 1 1 1 1 7 1 1 4 7 7 7 7 7 7 7 7 6 7 7 7 7 7 7 7 
211 
227 2 2 2 2 2 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
228 2 2 1 1 2 2 2 2 2 7 6 6 7 6 6 6 6 7 6 6 6 6 6 6 6 
229 2 2 2 2 2 4 3 4 5 4 6 6 6 6 6 6 6 6 6 6 6 6 7 7 6 
230 2 4 4 4 4 4 4 4 6 6 5 4 4 4 4 4 4 6 6 6 6 6 6 6 4 
231 2 2 2 2 6 2 2 2 4 6 6 6 6 6 6 6 6 7 6 6 6 6 6 6 6 
232 3 3 3 3 4 3 3 2 5 5 5 4 4 4 4 4 5 6 5 5 5 5 5 4 3 
233 3 3 3 3 5 5 3 3 3 5 5 4 4 4 4 4 4 5 4 4 4 4 5 4 5 
234 1 1 1 1 2 2 2 2 4 6 5 5 6 6 6 5 6 6 6 4 5 5 5 6 5 
235 2 2 2 2 2 6 2 2 2 7 7 6 6 6 6 6 6 6 6 6 6 6 6 6 2 
236 4 5 4 4 5 4 4 5 4 4 4 3 3 3 4 3 4 6 4 5 4 4 4 4 4 
237 3 3 3 3 3 5 4 5 5 5 5 4 4 5 5 5 4 5 5 4 4 4 5 4 4 
238 4 4 4 4 4 4 4 3 6 5 6 4 5 5 5 4 4 6 6 5 5 5 5 5 5 
239 3 3 2 2 3 3 2 4 5 6 6 5 5 5 5 5 5 6 5 4 4 5 5 5 4 
240 2 3 2 2 4 4 4 4 4 4 4 4 4 4 4 4 4 6 6 6 5 6 6 5 4 
241 1 1 1 1 3 5 5 5 5 7 7 7 7 7 7 7 7 5 5 5 5 5 3 5 1 
242 4 5 4 4 3 6 4 5 5 4 4 3 3 4 3 4 3 5 4 5 4 5 5 4 4 
243 4 5 4 4 3 6 4 5 5 4 4 7 6 6 5 6 5 5 4 5 4 5 5 4 4 
244 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 4 4 4 4 4 
245 4 4 4 4 4 4 3 3 4 4 4 4 4 4 4 4 4 3 3 3 2 2 4 4 4 
246 4 4 4 4 4 4 4 4 4 4 5 4 4 4 4 5 5 5 4 5 4 5 5 4 4 
247 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 
248 3 3 3 3 3 5 2 5 5 6 6 6 6 5 5 6 6 5 4 5 5 5 6 5 6 
249 2 2 2 2 2 5 4 5 6 5 5 4 5 6 6 4 4 5 5 5 5 5 4 6 5 
250 6 6 6 6 6 2 2 2 2 5 5 4 4 4 4 4 4 6 4 4 4 4 4 4 5 
251 2 2 2 2 2 6 5 5 5 5 4 4 4 4 4 4 4 5 5 5 3 3 3 2 3 
252 2 2 2 2 3 3 3 3 5 6 6 5 6 6 6 6 5 6 6 6 6 6 6 6 6 
253 2 2 2 2 2 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 3 4 3 
254 2 2 2 2 2 2 2 2 2 4 6 6 6 6 6 6 4 6 6 6 6 6 6 6 6 
255 4 4 4 5 4 4 5 4 4 3 4 4 4 4 3 3 3 4 4 4 4 4 4 4 4 
256 3 3 3 3 3 5 5 5 4 4 2 2 2 2 2 2 2 4 2 3 4 4 4 3 3 
257 4 4 4 4 4 4 4 4 4 4 6 6 6 5 5 5 4 5 5 5 5 5 5 5 5 
258 1 1 1 1 4 5 2 2 2 7 7 7 7 6 6 7 6 7 7 7 7 7 6 6 5 
259 3 3 3 3 4 5 3 4 4 5 4 4 4 4 4 4 3 5 3 6 4 4 5 3 4 
212 
260 2 4 2 2 4 2 2 2 6 5 5 5 4 5 4 4 3 6 5 5 5 5 5 6 6 
261 4 4 4 3 5 5 6 3 6 6 6 4 4 5 6 5 5 3 2 2 3 3 3 6 3 
262 2 2 2 2 2 2 2 2 4 6 6 6 6 6 6 6 6 6 5 5 5 4 6 5 5 
263 2 2 2 2 2 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
264 2 2 2 2 2 6 6 2 2 6 4 4 4 4 4 4 4 6 6 6 6 6 7 6 6 
265 4 4 4 5 4 4 4 6 4 4 4 4 4 4 3 3 2 6 5 6 5 4 4 4 2 
266 1 1 2 1 2 5 6 6 6 6 6 7 6 7 7 6 7 6 6 6 6 6 5 3 2 
267 1 1 1 1 3 5 5 5 5 7 7 6 6 7 6 7 6 6 6 6 6 7 1 6 1 
268 2 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 2 6 2 
269 5 5 5 5 5 5 5 5 5 4 5 3 3 4 4 3 3 3 3 3 4 4 4 4 4 
270 3 3 3 3 4 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 3 
271 2 3 3 3 3 5 5 5 6 5 5 5 4 4 4 4 4 5 3 6 6 3 2 3 3 
272 4 4 4 4 7 4 4 4 4 4 4 4 4 4 4 4 4 7 3 3 3 3 2 2 4 
273 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 5 5 5 5 6 5 4 
274 3 3 4 3 3 5 5 5 4 5 4 4 4 5 5 4 4 6 4 4 5 5 6 5 4 
275 3 3 3 3 4 5 4 3 4 5 5 5 5 5 4 4 4 5 4 5 6 6 6 6 6 
276 3 3 4 4 4 4 5 4 4 5 4 4 4 4 4 4 4 3 6 6 5 4 4 5 3 
277 2 2 1 1 2 2 2 1 6 6 7 6 6 7 6 7 7 7 7 7 7 7 6 7 6 
278 4 4 4 4 4 5 5 5 4 5 4 4 4 4 4 4 4 2 2 5 6 4 3 4 4 
279 1 1 1 1 1 7 7 7 7 7 7 7 7 7 7 7 7 5 4 4 4 5 4 4 4 
280 4 4 4 4 4 4 5 4 4 5 4 4 4 4 4 4 4 5 5 3 3 3 3 5 5 
281 4 5 3 3 2 5 4 3 5 5 6 5 4 5 5 5 4 3 3 4 4 5 3 4 5 
282 3 3 3 3 3 4 4 4 4 6 4 5 5 5 4 4 4 6 6 6 6 6 6 6 4 
283 3 3 3 3 4 4 4 4 3 6 6 5 5 5 4 4 2 4 5 4 5 5 5 5 3 
284 4 4 4 4 3 5 5 5 5 4 4 4 4 4 4 4 4 6 5 6 5 5 5 5 5 
285 4 5 5 5 5 4 4 4 4 4 4 4 4 4 4 4 4 4 3 5 4 3 3 3 4 
286 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 4 4 4 5 4 
287 3 3 3 2 5 5 5 5 5 4 7 5 5 5 5 5 5 6 6 5 5 5 5 3 3 
288 2 2 2 2 2 5 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 5 
289 4 4 4 4 6 6 6 6 6 4 4 4 4 4 4 4 4 5 5 5 5 5 6 4 4 
290 5 5 5 5 5 4 3 3 4 4 5 5 5 5 4 4 4 6 4 4 4 4 4 5 5 
291 3 4 3 4 5 4 4 4 4 6 5 4 5 5 5 4 4 4 4 7 4 4 4 4 1 
292 4 4 3 3 5 5 5 5 5 4 5 4 4 4 4 4 4 5 4 4 4 4 4 5 4 
213 
293 5 5 5 5 6 5 6 6 7 2 2 2 2 2 2 2 2 5 3 3 3 2 3 5 2 
294 4 4 4 4 4 4 4 4 4 5 5 5 5 4 4 3 4 5 5 5 4 4 4 4 4 
295 2 2 2 2 2 4 6 4 4 6 6 4 4 4 4 4 4 6 6 6 6 6 6 6 6 
296 2 3 3 3 3 7 1 3 1 5 6 5 5 5 5 5 4 6 5 5 6 6 6 6 5 
297 3 3 3 3 4 5 4 4 4 4 5 5 5 5 4 4 4 5 5 4 4 4 4 5 3 
298 7 7 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 7 4 4 4 4 4 
299 3 3 3 3 3 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 3 
300 4 4 3 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 5 4 4 4 4 4 4 
301 3 3 3 3 3 3 3 2 5 4 5 5 5 5 5 4 5 6 6 6 6 6 6 4 5 
 
ID Q1 Q2 Q3 Q4 Q5 Q6 Q7 Q8 Q1 Q2 Q3 Q4 Q5 Q6 Q4 Q8 Q9 Q10 Q11 Q12 Q13 Q14 Q15 
1 6 6 6 4 6 6 6 6 6 6 6 6 6 7 4 6 5 6 6 5 7 7 7 
2 7 7 2 1 6 6 6 7 7 7 7 6 7 7 6 6 7 7 7 3 7 7 7 
3 5 6 5 5 5 5 5 6 6 7 7 6 6 7 6 6 6 6 6 6 7 6 6 
4 3 5 3 3 4 5 5 5 6 6 6 6 6 5 6 5 6 6 6 6 6 6 6 
5 6 6 6 4 6 6 6 6 6 6 7 6 7 7 7 6 7 7 6 6 7 6 7 
6 6 6 2 5 6 6 6 5 6 6 6 6 6 7 5 6 6 7 6 6 6 6 7 
7 5 5 4 4 5 5 5 5 5 5 5 5 4 5 4 4 3 3 3 5 5 3 4 
8 5 4 5 4 4 5 5 2 6 5 6 4 6 6 6 3 6 4 5 6 6 6 6 
9 6 7 4 6 3 5 5 5 7 7 6 6 6 7 7 6 7 7 7 7 7 7 7 
10 6 6 4 3 5 3 5 6 6 6 6 7 6 6 5 5 6 7 6 6 7 7 7 
11 7 6 2 5 6 6 6 5 7 7 7 6 6 7 7 6 7 6 7 6 7 7 7 
12 4 5 4 3 5 5 4 5 6 5 7 4 5 6 5 4 6 7 4 4 7 7 7 
13 6 6 2 2 4 5 5 6 6 5 6 5 5 5 6 5 7 4 6 6 5 4 6 
14 7 4 4 2 5 4 5 4 6 6 7 5 4 6 6 4 6 6 6 6 7 7 7 
15 5 6 4 3 5 6 6 5 5 5 6 5 5 5 6 5 6 6 5 2 6 7 7 
16 5 5 4 3 5 4 4 3 3 3 4 2 3 3 6 2 4 2 3 3 4 4 3 
17 6 6 3 4 5 6 6 6 6 6 6 5 5 6 4 5 6 5 5 4 6 5 6 
18 7 7 2 2 7 7 6 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 
19 6 6 5 5 6 6 6 5 5 5 6 5 5 6 3 5 6 6 5 3 5 6 6 
20 5 5 4 5 4 5 5 5 5 5 5 6 6 6 5 5 5 6 6 6 6 6 6 
21 4 4 4 4 4 4 4 3 6 4 6 6 6 2 6 4 5 3 4 3 6 4 4 
214 
22 6 4 4 5 5 4 5 6 5 6 6 5 6 6 6 5 6 6 6 6 7 6 6 
23 7 7 7 3 2 6 6 6 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 
24 6 6 4 5 4 5 4 5 6 6 6 6 5 6 5 5 6 5 4 5 6 5 6 
25 6 6 5 2 5 6 6 6 6 6 6 6 6 6 6 5 6 6 6 5 6 5 6 
26 6 6 3 2 6 6 6 5 6 6 6 3 6 6 6 6 6 6 6 3 6 6 7 
27 6 6 2 2 6 6 5 5 7 7 7 6 6 6 7 6 1 3 7 7 7 4 7 
28 4 5 4 4 4 5 4 5 6 5 5 4 5 5 6 4 4 5 3 3 6 5 6 
29 5 6 4 3 4 4 4 5 6 6 6 3 4 5 4 3 5 6 5 4 6 5 6 
30 6 6 4 4 5 5 5 5 5 7 7 3 6 7 6 6 7 7 7 7 7 7 7 
31 6 6 3 3 5 6 6 6 6 7 7 6 6 6 7 6 1 3 7 7 7 4 7 
32 6 6 3 5 5 6 5 5 6 6 6 5 5 6 6 5 6 6 6 3 6 6 6 
33 5 5 5 4 5 5 5 4 4 5 5 5 5 5 6 4 5 5 4 4 5 5 6 
34 6 6 6 2 6 6 6 6 6 5 6 6 4 6 6 4 6 3 3 2 6 2 3 
35 7 7 3 3 7 7 6 5 6 7 7 6 6 7 5 6 7 7 6 5 7 7 7 
36 6 6 6 5 5 5 5 5 6 5 3 5 5 5 5 4 5 5 3 3 5 6 6 
37 6 6 5 4 4 5 5 6 7 7 7 6 6 7 2 6 6 7 6 6 7 7 7 
38 6 6 3 6 4 6 5 6 6 7 7 6 6 7 4 6 6 6 7 6 7 7 7 
39 7 7 5 1 6 6 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 
40 6 6 2 5 4 5 4 5 6 7 7 6 6 7 7 6 7 7 7 6 6 6 6 
41 6 5 4 3 5 5 5 5 5 7 7 5 5 7 7 5 6 7 7 5 7 7 7 
42 7 7 1 6 6 6 6 6 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 
43 4 4 4 3 5 4 5 4 5 4 5 4 4 4 6 3 5 4 3 2 5 4 5 
44 6 6 3 2 6 6 6 5 7 7 7 6 6 7 6 5 7 6 6 6 6 5 6 
45 6 6 3 2 6 6 6 4 6 6 6 6 5 6 6 4 7 5 6 5 6 4 6 
46 6 6 3 3 6 6 6 6 5 6 5 5 5 6 3 4 3 6 4 3 5 6 6 
47 7 7 5 2 6 7 6 6 7 7 7 7 7 7 7 7 7 7 7 7 6 7 7 
48 3 4 2 2 3 3 4 4 5 5 6 4 4 2 6 2 5 4 5 3 4 2 5 
49 6 5 1 3 6 7 4 6 7 7 6 3 3 7 7 6 7 7 6 6 7 7 7 
50 6 7 3 2 6 7 6 6 7 7 7 7 7 7 6 6 7 7 6 6 7 7 7 
51 6 6 3 5 5 5 5 6 6 6 6 6 6 6 7 6 6 7 3 6 7 7 7 
52 6 6 6 4 6 5 6 5 7 6 6 7 7 7 6 5 6 5 3 2 7 7 6 
53 5 6 4 5 5 6 6 6 7 7 7 6 7 7 4 6 7 6 7 7 7 7 7 
54 5 4 4 4 5 5 5 5 5 6 5 6 5 6 4 4 5 6 5 5 4 6 6 
215 
55 4 3 2 3 4 5 6 5 7 6 7 7 6 6 6 6 7 7 7 7 7 6 7 
56 6 6 5 3 6 6 6 6 6 5 6 6 5 6 6 5 6 4 6 6 6 4 4 
57 6 6 5 5 6 7 6 6 6 6 6 5 6 7 6 5 7 7 6 5 6 7 7 
58 4 4 3 3 3 4 5 5 4 3 6 5 2 6 7 3 7 4 3 5 5 7 4 
59 6 5 5 5 5 5 5 3 6 6 7 3 4 5 6 3 6 4 4 4 7 4 4 
60 5 5 5 5 5 5 5 3 5 5 7 3 4 5 6 3 5 5 3 3 6 5 4 
61 5 5 4 5 5 5 4 5 6 5 5 4 5 4 5 3 5 5 4 3 5 6 4 
62 4 4 4 4 4 4 4 4 5 5 5 4 5 5 6 4 6 5 5 5 6 5 5 
63 6 6 5 6 6 6 6 6 6 6 6 3 4 6 7 6 6 6 6 4 6 6 6 
64 5 6 5 4 4 5 5 4 6 6 4 5 5 5 3 4 2 4 3 4 5 6 4 
65 6 5 2 2 6 6 6 2 6 7 6 6 6 6 4 3 6 5 2 4 6 4 5 
66 5 6 4 3 5 6 4 5 5 5 6 4 5 5 4 5 4 5 5 5 5 5 6 
67 7 7 2 2 6 6 6 6 6 7 6 7 6 7 6 6 6 7 6 3 6 7 6 
68 5 5 4 3 5 5 5 5 5 6 5 4 5 6 5 5 6 6 5 5 6 5 5 
69 7 7 2 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 
70 6 6 6 2 6 6 5 3 6 6 5 3 2 5 6 2 5 3 3 3 6 6 5 
71 6 6 5 3 5 5 5 6 6 6 6 5 6 6 6 6 5 6 5 3 6 6 6 
72 4 4 5 5 5 5 5 6 5 5 3 5 5 4 3 5 3 6 3 4 5 5 3 
73 5 5 5 5 5 5 5 5 6 5 5 5 5 6 6 5 7 6 6 3 5 6 6 
74 5 6 5 5 5 5 4 4 5 3 5 4 4 3 4 4 5 4 4 4 4 4 4 
75 7 7 6 6 6 6 6 6 6 7 6 4 5 6 5 4 6 6 3 4 6 6 6 
76 5 5 2 4 4 5 4 4 6 7 7 6 7 7 6 5 6 7 7 6 7 7 7 
77 5 5 6 3 6 6 6 6 7 6 7 2 5 4 7 1 3 7 2 1 7 7 6 
78 6 6 2 3 3 6 6 6 6 7 7 6 6 6 7 6 6 7 7 5 7 7 7 
79 5 5 2 2 3 6 4 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
80 6 6 4 4 4 5 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
81 6 7 6 4 6 6 6 6 7 6 7 6 7 7 7 5 7 7 7 7 7 7 7 
82 6 6 3 3 6 6 5 6 6 7 7 6 6 7 7 6 6 7 6 6 7 7 7 
83 6 6 5 5 5 6 6 6 7 7 7 6 6 7 7 6 7 6 6 5 7 6 7 
84 5 7 5 3 4 3 2 5 5 5 5 4 5 6 3 5 5 7 4 7 6 6 5 
85 6 6 5 6 5 6 5 6 6 6 7 6 6 6 3 6 4 6 2 2 7 7 6 
86 6 7 1 2 4 6 5 7 6 7 7 6 7 7 6 7 6 7 7 6 7 7 7 
87 5 4 3 2 4 5 4 4 6 6 7 4 6 7 6 5 6 6 4 1 6 6 6 
216 
88 6 6 5 6 6 6 6 6 5 5 4 6 5 5 5 5 5 5 5 3 6 3 5 
89 6 6 5 2 5 5 5 5 6 5 5 5 5 6 6 3 6 6 3 2 5 5 6 
90 6 6 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
91 6 7 3 3 6 6 3 7 7 7 7 5 6 7 6 7 5 7 6 6 7 7 7 
92 6 3 3 5 5 5 5 3 5 5 6 3 3 5 5 3 6 6 5 2 6 6 6 
93 4 4 2 5 5 5 4 4 6 6 6 6 5 2 6 6 6 6 4 6 6 6 6 
94 5 5 4 4 4 5 5 5 5 5 5 5 4 5 4 4 5 6 5 4 5 6 6 
95 6 6 4 6 6 6 6 6 6 6 7 6 6 6 6 6 4 6 6 6 6 6 6 
96 6 6 4 5 5 6 5 6 7 7 6 5 6 7 6 6 6 7 6 6 6 7 7 
97 6 6 4 2 6 6 5 6 6 6 4 2 4 6 2 5 4 6 4 3 6 4 6 
98 6 6 2 2 6 6 5 6 7 7 7 7 6 7 7 6 4 7 4 4 7 7 7 
99 7 5 4 6 6 6 5 7 6 7 6 4 5 7 7 6 7 6 5 6 7 7 7 
100 4 5 4 4 5 5 4 6 6 6 7 4 4 6 6 3 6 7 5 3 6 7 7 
101 6 6 2 2 5 6 4 6 6 7 7 5 6 7 7 6 5 7 7 6 7 7 7 
102 6 7 4 2 7 7 7 7 7 7 7 2 7 7 6 2 4 7 6 3 7 7 7 
103 6 6 7 4 6 6 6 2 7 7 7 6 6 7 2 4 6 6 6 4 6 6 6 
104 6 6 4 2 5 6 4 4 6 6 7 4 4 4 4 4 4 6 4 3 6 4 6 
105 4 4 4 5 4 4 4 5 5 5 6 3 5 4 7 4 4 5 6 4 5 5 7 
106 4 4 3 4 4 5 4 6 6 7 6 4 5 7 6 4 4 6 6 6 6 6 6 
107 6 7 3 2 5 6 6 6 7 7 7 6 7 7 7 7 6 7 6 6 7 7 7 
108 3 3 4 5 6 6 6 6 6 5 7 6 5 5 6 3 7 7 4 4 7 6 7 
109 5 2 5 3 5 6 4 6 6 6 7 1 6 6 7 6 6 6 3 2 7 7 7 
110 1 4 2 4 7 6 4 7 4 4 6 4 4 4 7 1 4 7 6 4 4 7 7 
111 5 6 4 3 5 6 5 6 7 7 2 6 5 7 2 4 6 7 6 4 6 5 7 
112 5 4 3 3 4 5 4 4 4 6 6 3 4 6 5 5 4 6 5 5 5 6 7 
113 7 7 6 4 7 7 7 7 6 6 7 7 7 6 7 4 7 4 4 3 7 7 6 
114 6 6 4 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
115 4 4 5 5 5 5 5 6 4 5 6 4 5 6 6 5 6 6 6 5 7 6 6 
116 5 5 5 3 5 5 5 5 6 6 7 4 6 5 6 5 6 6 6 5 6 6 6 
117 5 5 7 2 6 6 5 6 5 6 7 2 4 6 7 5 6 5 4 3 7 6 7 
118 6 6 3 6 6 6 6 6 6 7 7 6 6 7 7 6 7 7 7 2 7 7 7 
119 6 6 2 6 5 6 6 6 6 7 6 6 6 6 6 5 6 6 6 3 7 7 7 
120 5 5 4 5 5 5 4 6 6 6 6 5 5 6 6 5 6 6 6 6 6 5 6 
217 
121 6 6 6 3 6 6 7 5 6 6 6 5 6 5 4 3 6 5 3 3 5 6 5 
122 4 5 4 4 4 5 4 5 5 6 6 4 5 6 6 5 4 6 5 1 6 5 6 
123 6 6 4 2 5 6 4 6 6 5 6 5 3 4 6 3 6 6 6 3 6 6 6 
124 6 6 2 6 5 6 6 6 6 7 6 6 6 6 6 6 6 6 6 6 7 7 7 
125 6 6 5 5 5 5 4 5 4 5 5 3 5 5 6 3 5 6 3 4 6 6 6 
126 6 6 1 5 4 6 6 7 7 7 7 7 7 7 2 6 7 7 7 7 7 7 7 
127 6 6 5 5 6 7 6 6 6 7 7 7 7 7 6 7 1 1 1 1 1 1 7 
128 4 4 5 3 5 5 5 6 6 6 6 3 6 6 6 5 6 6 6 6 6 6 7 
129 6 6 3 4 5 6 6 6 6 6 6 2 6 6 6 6 4 6 5 5 6 6 6 
130 5 6 4 5 3 6 4 6 6 6 6 5 6 6 7 6 7 7 6 5 6 7 7 
131 6 6 3 4 6 6 5 6 6 7 6 6 6 7 7 6 7 7 7 7 7 7 7 
132 6 6 4 2 4 6 6 6 6 6 2 6 6 6 6 6 6 6 6 6 6 6 6 
133 6 6 2 2 6 6 6 6 7 6 7 7 6 6 2 6 6 6 2 6 7 6 7 
134 6 6 3 2 6 6 4 7 6 6 6 6 6 7 5 7 7 6 7 6 7 7 7 
135 6 6 5 3 6 6 6 6 6 6 6 6 6 6 6 4 6 6 6 5 6 6 6 
136 4 5 4 3 3 4 3 4 5 6 6 3 4 5 6 4 6 5 3 3 5 5 6 
137 6 7 5 3 6 6 6 6 6 7 7 6 7 7 6 7 6 7 7 6 6 7 6 
138 7 6 5 3 6 2 6 5 4 4 7 7 2 7 7 4 7 6 6 5 7 7 6 
139 5 5 6 6 6 6 6 6 6 6 2 6 6 6 2 5 2 6 3 2 6 6 3 
140 7 7 3 3 5 6 6 6 7 7 7 6 6 6 2 6 6 6 6 6 6 6 6 
141 3 4 3 4 4 4 4 7 6 7 6 6 6 7 7 7 4 7 2 2 7 7 6 
142 6 6 6 6 6 6 6 6 6 6 2 6 6 6 2 6 2 6 2 2 6 6 2 
143 5 6 3 3 5 5 5 5 6 6 6 6 4 6 4 5 4 6 5 5 6 6 5 
144 6 6 4 3 5 3 5 6 7 6 6 7 6 6 5 5 6 7 6 6 7 7 7 
145 5 5 4 4 5 6 4 4 7 7 6 5 6 7 6 6 6 7 6 5 7 7 7 
146 6 6 6 2 6 6 6 6 7 7 7 6 6 7 6 6 6 7 6 6 6 7 6 
147 5 6 4 3 5 4 5 4 6 6 7 6 4 6 5 5 6 6 5 5 6 6 6 
148 6 5 4 4 6 6 5 5 6 6 7 5 5 6 6 6 6 6 6 6 6 6 6 
149 6 6 2 6 2 6 6 6 6 6 7 6 6 6 2 6 6 6 6 6 7 6 7 
150 4 5 5 4 4 3 4 4 5 4 5 5 4 4 5 5 4 5 5 3 6 5 5 
151 5 6 4 4 4 6 5 6 6 6 6 3 6 6 6 5 6 6 4 6 6 5 7 
152 5 6 3 4 5 4 4 4 5 5 5 4 4 5 6 5 6 6 6 4 5 6 6 
153 7 6 4 2 4 6 6 6 6 7 7 7 6 7 6 6 6 6 7 6 6 7 7 
218 
154 5 5 3 3 4 5 4 5 5 6 5 4 5 5 4 5 5 6 5 5 6 6 6 
155 5 5 4 5 6 4 5 3 6 6 6 6 4 5 6 4 6 2 5 3 6 6 6 
156 7 7 2 6 6 7 6 6 6 7 6 2 5 7 6 3 6 6 6 6 6 7 7 
157 5 5 4 4 4 4 4 6 6 6 6 5 6 6 5 5 7 7 7 1 7 7 7 
158 5 6 4 5 6 6 6 5 6 6 7 6 5 7 6 6 7 7 3 3 6 7 7 
159 5 6 3 3 5 5 5 5 5 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
160 6 6 4 2 6 6 6 6 6 7 7 6 6 7 6 6 6 6 3 3 6 6 6 
161 6 6 5 6 6 6 6 6 7 7 6 6 6 6 6 6 6 6 6 6 6 6 6 
162 6 6 6 2 6 6 6 6 6 7 7 6 6 6 6 6 6 6 6 6 6 6 7 
163 6 6 2 2 4 5 5 6 5 6 6 6 5 6 6 6 6 5 6 4 6 6 6 
164 5 5 3 5 5 5 5 6 6 6 6 6 5 6 6 4 6 6 5 5 5 5 6 
165 6 6 4 3 5 6 6 6 7 6 6 6 6 6 6 4 6 6 6 6 6 6 6 
166 4 4 4 5 4 5 4 4 5 5 6 4 4 6 6 4 5 6 6 4 6 7 6 
167 6 6 2 4 3 5 5 5 5 6 6 5 5 5 5 4 4 5 4 4 5 6 6 
168 6 6 1 6 7 7 6 6 7 6 7 6 6 6 7 5 7 6 2 7 5 6 7 
169 6 6 5 2 5 6 5 2 5 7 6 2 5 7 7 2 6 7 6 2 6 7 7 
170 6 6 4 3 3 5 4 5 2 5 2 3 3 5 6 3 4 5 3 3 3 5 4 
171 6 6 3 5 5 6 6 6 6 6 6 6 6 6 6 6 6 7 1 5 7 7 7 
172 5 5 2 3 6 6 6 5 6 5 6 6 3 5 6 2 6 3 4 3 6 5 6 
173 6 5 2 2 6 6 6 6 6 6 6 5 6 6 6 6 6 4 4 6 6 2 6 
174 5 6 5 6 6 6 5 5 6 6 6 3 2 5 6 6 6 6 4 2 6 6 6 
175 6 6 2 2 6 6 5 6 6 6 7 2 5 6 6 6 6 6 6 6 6 6 7 
176 6 4 2 4 5 6 4 6 6 7 6 5 5 6 6 6 4 6 3 3 6 6 6 
177 4 4 4 4 5 6 4 6 6 7 7 5 6 7 6 6 6 6 6 4 6 6 6 
178 6 6 4 4 4 4 4 4 7 7 7 6 5 7 7 5 7 7 7 6 7 7 7 
179 6 3 2 7 7 6 6 6 7 7 7 6 7 7 7 2 1 2 3 1 6 1 6 
180 5 5 5 5 5 5 4 5 5 6 5 2 6 6 4 3 5 5 4 6 7 5 6 
181 6 5 4 3 4 5 4 5 6 6 6 5 5 6 7 4 6 7 6 5 7 7 7 
182 5 6 4 4 3 6 4 6 7 6 6 6 6 5 6 5 6 6 6 6 6 6 6 
183 2 3 5 6 6 5 6 5 4 5 6 3 5 3 6 3 6 5 3 5 6 6 6 
184 6 6 3 3 5 6 6 6 5 6 6 5 5 6 6 5 6 6 6 6 6 6 6 
185 6 6 1 5 6 7 7 7 7 6 7 5 6 6 7 6 7 6 7 7 7 7 7 
186 5 5 2 3 5 6 3 6 6 6 6 5 5 6 6 5 6 6 6 6 6 6 6 
219 
187 6 4 4 3 5 5 4 6 6 6 4 6 6 6 2 6 2 6 4 6 6 6 6 
188 6 7 5 2 6 6 6 6 6 6 7 6 6 7 6 6 6 6 6 6 7 7 7 
189 5 6 3 3 4 5 5 5 6 6 6 6 5 6 4 6 5 6 4 5 6 6 6 
190 4 6 4 3 5 5 4 5 6 6 6 6 6 6 6 6 6 6 4 4 5 6 7 
191 5 6 5 4 4 4 5 4 6 6 6 5 5 6 6 5 6 6 4 5 6 6 7 
192 6 6 5 5 5 6 6 5 6 6 6 6 6 7 6 5 6 7 6 6 7 6 7 
193 6 6 4 6 5 5 4 4 7 6 7 6 4 5 6 5 6 6 5 3 7 6 6 
194 6 7 6 3 6 6 6 6 7 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
195 6 6 2 6 4 6 6 6 7 6 6 6 6 6 4 5 6 6 6 5 6 6 6 
196 5 6 2 5 5 6 6 6 6 6 7 3 5 6 6 5 6 6 7 6 6 6 7 
197 7 3 6 5 6 6 6 6 6 6 6 6 6 6 4 5 6 6 5 3 6 6 6 
198 7 4 4 3 6 6 6 6 6 6 3 6 5 7 6 6 6 6 6 2 6 7 6 
199 3 2 2 4 3 3 2 6 6 6 6 6 6 6 6 6 6 6 6 3 6 6 6 
200 6 6 3 3 6 6 6 6 7 7 7 6 6 7 6 6 6 7 6 6 6 7 7 
201 7 6 4 6 6 6 6 5 5 5 4 3 3 4 4 4 5 5 4 5 6 4 5 
202 4 4 3 3 5 5 4 4 6 6 7 4 5 5 6 5 6 6 7 6 7 6 7 
203 6 4 5 6 6 6 6 2 6 5 7 6 3 3 6 2 6 6 5 2 6 5 5 
204 6 6 2 2 6 6 6 6 7 6 7 4 6 6 4 6 6 6 6 6 7 7 7 
205 5 7 3 3 5 7 7 7 7 7 6 2 6 7 6 7 6 7 7 7 7 7 7 
206 7 6 5 2 6 6 6 6 7 6 7 3 6 7 7 6 7 6 6 6 7 5 6 
207 5 5 4 3 4 5 4 5 7 7 7 4 5 7 6 6 6 6 4 5 6 6 6 
208 7 6 5 4 5 5 6 5 6 6 6 5 6 6 6 5 4 6 5 3 6 6 6 
209 4 4 6 4 4 4 4 4 6 6 7 4 6 6 4 6 4 4 2 6 4 6 1 
210 5 5 5 5 5 6 5 6 6 7 5 6 6 7 5 7 6 7 6 7 7 7 7 
211 6 6 2 6 6 6 6 6 6 6 6 6 4 6 6 6 6 6 6 6 6 6 6 
212 7 7 6 1 7 7 6 6 6 7 7 6 6 6 7 6 7 7 6 7 7 7 7 
213 4 6 4 5 5 5 5 5 6 6 6 4 6 6 4 6 4 6 4 4 6 6 4 
214 6 6 3 2 5 6 5 6 6 6 7 6 6 7 6 6 6 7 6 6 7 7 7 
215 6 7 6 6 4 5 5 5 7 6 7 7 6 7 6 6 7 7 7 7 7 7 7 
216 6 6 5 5 4 6 6 6 7 6 6 6 5 6 7 6 6 7 5 3 6 7 6 
217 7 7 2 6 7 6 6 6 6 7 7 3 5 5 6 5 6 6 6 6 7 6 6 
218 7 7 5 2 6 6 6 6 6 7 6 6 6 6 4 4 6 4 6 4 6 4 4 
219 6 5 4 5 4 5 3 4 6 6 6 5 5 6 6 3 6 6 5 5 6 6 6 
220 
220 4 4 2 2 4 5 4 5 6 6 6 4 6 6 6 5 6 6 4 6 6 5 7 
221 5 5 6 6 5 2 4 5 6 7 7 1 7 7 6 1 7 7 5 7 7 7 7 
222 5 6 3 5 4 5 5 5 7 7 7 6 6 7 6 6 1 7 2 5 6 6 7 
223 6 6 6 2 6 6 6 6 6 7 6 6 6 7 6 5 6 7 2 2 6 7 6 
224 4 5 5 4 5 5 4 5 6 7 7 6 6 7 7 5 4 6 5 6 7 7 7 
225 6 6 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
226 7 7 4 1 7 7 7 6 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 
227 6 6 2 2 2 6 6 6 7 7 7 7 7 7 7 7 7 7 6 6 7 7 7 
228 6 6 4 4 6 6 6 6 6 7 7 6 6 7 7 6 6 7 6 6 7 7 7 
229 6 6 4 6 6 6 6 6 6 7 7 6 6 6 6 6 3 6 6 3 6 6 7 
230 6 6 2 6 6 6 6 6 6 6 6 3 6 6 6 6 6 6 6 5 6 6 7 
231 6 6 2 2 5 6 2 6 6 7 7 7 6 7 6 6 6 7 6 6 7 7 7 
232 5 6 2 5 5 6 5 5 6 7 7 6 6 7 2 6 6 6 5 6 7 6 7 
233 5 5 2 2 5 5 4 5 6 5 6 4 5 5 5 4 6 5 5 7 7 5 7 
234 6 6 4 3 6 6 6 5 6 7 6 5 6 6 6 5 6 6 6 5 6 6 7 
235 6 6 2 2 5 7 6 6 7 6 7 6 7 6 6 5 6 6 7 6 7 7 7 
236 6 7 3 3 5 6 5 5 7 6 7 7 4 6 6 5 5 4 3 3 7 6 7 
237 5 6 4 3 5 5 5 5 5 6 7 6 5 6 6 5 6 6 6 6 6 5 6 
238 5 5 4 3 5 5 5 5 7 7 7 6 6 7 7 5 6 6 6 6 7 7 7 
239 4 6 4 3 6 6 4 5 6 7 6 4 5 6 6 5 4 6 6 6 6 5 6 
240 6 5 4 4 5 6 4 6 7 6 7 5 6 6 4 6 4 6 6 4 7 6 7 
241 7 7 7 7 7 7 7 7 6 7 7 7 6 7 1 2 2 7 1 1 7 6 2 
242 6 6 5 5 7 6 6 5 6 6 7 5 6 6 5 5 6 6 6 6 7 6 7 
243 6 6 5 5 7 6 6 5 6 6 7 5 4 6 7 4 7 6 6 2 6 6 7 
244 5 5 5 3 5 5 5 5 5 5 4 7 5 5 3 5 5 5 3 5 5 5 5 
245 5 5 4 6 3 5 4 3 5 5 6 3 5 6 6 3 6 4 4 4 7 4 5 
246 6 6 6 4 6 6 6 6 5 5 6 4 5 5 6 3 5 5 4 5 5 5 5 
247 4 4 4 3 5 5 5 5 5 4 6 5 4 6 4 4 6 6 4 4 5 5 6 
248 4 6 2 4 5 5 5 5 6 6 5 5 6 7 6 5 6 6 6 5 6 7 6 
249 6 6 4 4 5 5 5 6 6 6 6 6 4 6 6 5 4 6 5 4 6 6 5 
250 5 6 2 2 5 6 5 6 6 6 7 3 6 6 6 6 6 6 6 6 7 7 7 
251 6 5 2 2 6 6 4 6 6 6 6 6 6 6 2 6 3 6 6 6 6 6 6 
252 5 6 2 6 4 6 5 6 6 6 7 6 6 6 7 6 7 7 7 7 7 7 7 
221 
253 5 4 2 4 6 6 4 6 6 6 7 6 6 6 7 2 4 6 6 6 6 6 7 
254 6 6 4 2 4 4 4 6 6 6 7 6 6 6 7 6 6 6 6 6 7 6 6 
255 4 3 4 3 4 4 4 5 5 4 5 3 4 5 5 4 5 2 4 3 5 3 3 
256 6 6 5 5 5 5 5 5 7 6 7 5 6 6 7 4 6 6 4 2 6 4 6 
257 5 5 4 4 4 5 4 5 5 6 6 5 6 6 6 4 6 6 5 5 6 6 6 
258 6 7 2 2 7 7 7 7 7 7 7 7 7 7 7 7 7 7 6 6 7 7 7 
259 6 6 3 2 6 6 5 6 7 7 6 6 5 7 6 5 6 7 6 6 6 7 7 
260 5 6 4 3 5 4 4 6 6 6 6 5 6 6 6 5 6 5 4 6 6 6 6 
261 6 6 5 6 6 6 6 6 6 7 6 6 4 6 6 3 6 6 6 2 6 6 6 
262 2 6 2 3 3 5 3 5 7 6 7 6 6 6 6 6 6 6 6 6 7 6 6 
263 6 6 6 2 6 6 6 6 6 6 7 6 6 6 6 6 6 6 6 6 6 6 6 
264 7 7 5 6 6 6 6 7 7 7 7 5 6 7 7 6 7 7 7 6 7 7 7 
265 4 5 5 5 5 5 5 6 5 5 6 5 5 5 6 3 6 6 5 6 6 6 6 
266 6 6 6 2 6 6 6 6 7 7 7 6 6 7 6 6 6 7 1 3 7 7 7 
267 7 6 7 6 7 7 6 7 6 7 7 7 6 7 1 7 1 7 1 1 6 6 2 
268 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
269 4 4 4 3 3 4 3 3 4 3 4 4 4 4 4 4 3 4 4 4 6 4 4 
270 6 6 5 5 5 6 6 6 6 6 6 5 5 6 6 6 5 6 5 3 6 6 6 
271 6 6 4 3 5 5 4 6 6 6 6 5 5 6 7 4 5 5 4 4 5 5 5 
272 5 6 2 3 6 6 4 6 7 7 7 4 6 7 7 5 7 7 7 7 7 7 7 
273 6 6 5 3 6 6 6 6 6 6 7 6 6 6 7 4 4 6 6 6 6 6 6 
274 5 5 4 6 6 6 5 5 5 6 5 5 4 6 5 4 6 6 6 5 6 6 6 
275 6 6 3 3 4 4 4 6 5 6 7 6 6 6 6 6 4 6 6 6 7 6 6 
276 6 6 2 5 5 4 3 3 6 6 2 6 6 6 6 6 4 6 6 4 5 6 6 
277 7 7 2 3 6 7 4 7 7 7 7 7 7 7 6 7 7 7 7 7 7 7 7 
278 6 6 4 4 4 6 6 6 6 6 6 4 6 6 6 6 4 6 5 3 4 3 5 
279 7 7 4 5 5 5 5 4 7 6 7 6 6 7 4 6 6 7 6 6 7 6 7 
280 3 4 4 4 4 4 4 5 6 6 6 4 6 6 6 6 4 6 6 4 4 5 5 
281 6 5 4 4 5 5 4 6 6 7 7 6 5 7 4 5 6 7 6 5 7 6 7 
282 5 5 4 5 5 5 4 5 7 7 7 6 7 6 7 6 6 7 6 6 7 7 6 
283 5 6 4 4 4 5 4 3 6 5 6 3 4 7 6 4 6 7 5 3 7 6 7 
284 5 6 2 2 3 6 5 6 6 6 6 6 6 6 6 6 4 7 6 3 7 7 7 
285 2 3 3 3 4 5 4 5 4 6 6 4 4 6 6 4 6 6 6 4 5 4 6 
222 
286 6 6 4 6 6 6 6 4 6 6 6 3 5 5 5 4 5 5 4 3 7 4 5 
287 3 3 3 1 6 6 5 5 6 6 6 6 6 6 2 5 6 6 3 3 6 5 6 
288 6 6 5 2 6 6 6 6 6 6 6 6 6 6 6 6 6 2 5 6 6 6 6 
289 6 6 2 3 4 5 5 6 5 6 6 2 6 6 6 3 1 6 6 3 6 7 7 
290 6 6 6 2 6 6 6 2 7 7 7 7 5 7 7 6 7 7 7 5 7 7 7 
291 6 7 5 7 7 7 7 7 6 6 7 5 5 7 7 4 6 6 3 3 7 5 4 
292 5 5 3 3 3 5 5 5 6 6 6 6 6 6 4 5 6 5 6 3 5 5 6 
293 4 4 4 3 4 4 4 5 4 4 5 5 4 5 5 3 6 5 4 4 5 5 6 
294 6 5 4 4 5 6 4 4 7 7 7 4 6 7 4 4 4 7 6 4 7 7 7 
295 6 6 2 2 6 6 4 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
296 7 7 4 2 3 6 6 4 5 7 7 6 6 6 6 4 6 5 5 6 6 5 7 
297 4 4 6 6 4 6 4 6 6 6 6 2 4 6 6 4 5 5 3 4 6 6 6 
298 7 7 1 1 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 
299 6 6 6 5 6 6 6 6 5 4 6 6 5 5 4 6 5 5 3 6 5 5 6 
300 4 5 4 4 5 4 5 5 6 6 6 4 6 6 5 4 4 6 5 5 6 6 6 
301 6 6 3 3 6 7 6 6 6 7 7 5 3 7 7 5 7 6 7 5 6 6 7 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
223 
 
Appendix N 
Survey Data (Time Two) 
 
ID 
Q 
1 
Q 
2 
Q 
3 
Q 
4 
Q 
5 
Q 
6 
Q 
1 
Q 
2 
Q 
3 
Q 
4 
Q 
5 
Q 
1 
Q 
2 
Q 
3 
Q 
4 
Q 
1 
Q 
2 
Q 
3 
Q 
4 
Q 
5 
Q 
6 
Q 
7 
Q 
8 
Q 
1 
Q 
2 
Q 
3 
Q 
4 
Q 
1 
Q 
2 
Q 
3 
Q 
4 
JP 
1 6 5 5 5 5 6 5 6 6 6 6 4 5 4 5 4 4 4 5 5 4 4 5 6 6 6 6 5 5 5 5 6 
2 7 4 7 7 4 5 2 5 6 6 4 5 6 6 6 2 2 6 5 5 2 6 2 6 4 4 5 6 6 6 7 4 
3 6 4 6 4 3 5 4 4 4 4 4 5 5 4 4 4 4 4 4 4 4 4 2 6 2 6 2 7 6 6 6 4 
4 7 7 6 7 6 7 5 5 5 6 4 4 3 3 3 5 5 5 5 5 5 5 5 5 5 5 3 2 3 4 6 5 
5 4 5 5 6 5 6 6 6 6 6 6 4 3 4 3 6 5 6 6 6 5 5 6 6 6 7 7 5 5 5 6 4 
6 6 6 5 6 6 7 5 5 5 5 5 3 3 2 3 4 6 5 5 5 5 5 4 7 6 6 7 6 6 7 7 6 
7 5 5 5 5 5 5 4 4 4 4 4 5 4 4 4 4 4 4 5 5 5 4 4 3 2 4 4 5 5 5 6 5 
8 6 6 6 6 6 6 4 4 4 4 5 5 5 5 5 4 4 5 5 5 5 5 5 6 5 6 6 2 2 2 5 6 
9 6 6 7 6 5 6 2 2 2 2 1 6 5 5 5 3 3 3 3 3 3 3 2 6 3 3 6 6 6 6 6 6 
10 6 6 6 5 5 5 5 4 5 5 3 5 3 5 5 4 4 5 5 5 5 5 3 6 5 6 6 6 3 5 5 5 
11 6 6 6 6 6 6 5 5 6 6 5 2 3 1 1 6 6 6 6 6 6 6 5 5 3 5 5 2 2 2 2 6 
12 7 6 6 7 6 6 5 4 4 5 3 4 3 3 4 4 5 5 5 5 4 6 4 6 3 6 6 3 3 3 3 5 
13 5 6 5 6 6 6 5 4 5 5 4 2 2 2 4 4 4 3 4 4 5 4 4 2 2 2 2 2 2 2 2 5 
14 4 5 6 5 5 6 4 4 4 4 4 5 5 5 4 4 4 4 4 4 4 4 4 2 2 3 3 2 2 2 2 4 
15 5 4 6 5 5 5 4 4 4 4 4 5 5 4 4 4 4 4 3 4 4 4 4 6 3 3 5 6 6 6 6 5 
16 3 2 5 4 3 4 4 4 4 5 3 4 4 4 4 4 4 4 4 4 4 3 2 1 2 1 4 4 4 4 4 4 
17 5 5 6 6 6 6 4 4 5 5 5 3 3 3 4 5 5 5 5 5 5 5 5 6 4 5 6 4 2 4 4 5 
18 7 7 7 7 7 7 4 4 6 6 4 6 6 6 6 4 4 4 4 4 4 4 4 7 6 2 6 6 6 6 6 5 
19 3 3 3 3 3 3 5 5 5 5 4 5 5 5 5 2 4 2 2 2 2 2 2 6 5 5 5 5 6 6 6 6 
20 4 5 5 5 5 3 4 4 4 4 4 4 4 4 4 4 4 5 5 5 4 4 5 4 3 6 4 3 2 2 2 4 
21 6 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 6 4 6 4 4 6 6 4 
22 7 6 6 6 6 4 3 3 3 3 2 6 6 5 5 4 5 2 2 2 2 4 4 6 5 6 6 6 6 4 6 6 
23 7 7 6 5 5 5 5 5 5 6 6 6 2 2 5 6 6 6 2 6 6 5 5 6 6 6 6 6 6 6 6 6 
224 
24 6 6 6 6 6 6 6 6 6 6 5 3 6 6 6 6 6 6 6 6 6 6 6 4 4 2 2 6 6 6 6 5 
25 6 5 6 5 5 5 5 5 5 5 4 4 5 5 5 4 4 4 4 4 4 4 4 6 5 6 6 2 2 2 2 5 
26 6 6 6 6 6 6 6 6 6 6 5 3 3 3 3 5 5 5 6 6 5 5 4 6 5 6 6 3 2 2 2 6 
27 6 5 6 6 5 6 5 5 6 5 2 3 2 2 3 2 3 2 2 2 2 2 1 5 2 6 6 6 6 2 5 6 
28 6 4 5 5 4 5 3 4 4 4 4 4 4 4 5 4 4 4 4 4 4 6 4 5 4 4 4 4 4 4 4 4 
29 6 5 6 5 6 4 4 4 4 4 4 4 4 4 4 3 4 4 4 4 4 4 4 2 2 3 3 6 3 2 5 5 
30 7 6 6 6 6 6 5 5 5 5 5 3 4 4 4 5 5 5 5 5 5 5 5 6 6 6 6 2 1 2 2 6 
31 6 6 6 6 6 6 5 5 6 6 6 5 5 1 3 3 3 3 3 1 7 3 3 6 2 6 6 6 6 6 6 5 
32 6 6 6 6 5 6 5 5 6 6 5 3 3 2 5 5 6 6 6 6 5 5 5 6 2 3 6 2 2 4 2 6 
33 5 4 5 4 4 4 5 4 4 4 4 4 4 4 4 5 5 4 4 5 4 4 4 6 6 6 6 6 5 5 6 5 
34 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 4 2 2 2 7 
35 7 6 1 6 5 6 5 6 6 6 4 3 3 2 6 3 4 5 5 4 4 2 4 7 6 5 6 2 7 7 6 7 
36 6 6 1 3 5 4 5 5 5 5 2 5 5 5 5 5 5 3 3 5 5 3 3 6 6 6 5 5 5 5 5 5 
37 7 7 7 7 7 7 6 6 6 6 6 6 5 4 4 6 6 6 6 6 6 6 6 4 3 4 5 3 4 4 4 5 
38 6 6 6 7 7 7 4 4 3 4 4 6 4 4 4 4 4 4 4 4 4 3 3 4 5 5 5 5 5 4 6 4 
39 7 7 7 7 7 7 5 6 7 7 4 4 3 3 5 7 7 7 7 7 7 7 7 1 1 1 6 1 1 1 7 7 
40 6 5 4 4 4 4 5 4 4 4 4 4 4 4 5 4 4 3 4 4 4 3 3 6 2 5 5 6 5 2 5 6 
41 6 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 5 6 7 7 7 6 7 5 
42 7 7 7 7 7 7 6 6 6 6 5 2 2 2 2 6 6 6 6 6 6 6 6 7 7 7 7 7 7 7 7 5 
43 5 4 4 5 4 4 4 4 5 4 4 4 4 5 4 3 3 4 4 4 4 3 3 3 3 3 3 2 4 4 5 6 
44 6 6 6 6 6 6 5 5 5 5 5 5 3 3 3 5 5 5 5 5 5 4 4 5 4 5 5 5 5 5 5 6 
45 4 4 3 4 4 5 6 6 5 5 5 5 4 3 5 6 6 5 5 5 4 4 4 5 2 5 5 5 3 3 3 7 
46 7 6 7 6 6 6 3 3 3 3 2 5 4 5 5 4 4 3 3 3 3 2 3 4 3 5 5 6 6 7 6 6 
47 7 6 7 6 6 6 3 3 3 3 2 5 4 5 5 4 4 3 3 3 3 2 3 5 1 2 5 6 5 5 2 4 
48 6 5 3 4 4 4 6 6 5 5 6 5 5 5 6 5 5 5 5 5 5 5 5 4 2 2 2 2 2 2 3 4 
49 7 6 6 6 6 5 6 5 5 5 5 2 2 2 4 4 4 3 4 4 5 4 2 7 6 6 6 2 2 2 5 5 
50 6 7 6 6 6 6 6 5 6 7 6 5 6 3 2 6 5 4 6 6 5 6 4 7 6 6 7 4 7 7 7 5 
51 6 6 6 6 6 6 6 5 5 5 5 3 3 3 5 5 5 5 5 3 5 3 4 5 5 3 3 4 3 3 2 4 
52 4 4 5 6 5 5 4 5 6 6 4 5 5 5 5 4 4 5 5 4 6 5 4 7 7 7 7 7 7 7 7 6 
53 6 6 6 6 6 6 6 5 5 6 6 6 6 6 5 5 6 6 6 6 6 6 6 6 6 6 6 6 7 6 2 5 
225 
54 6 6 6 6 5 4 5 5 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 6 5 5 5 5 5 5 6 
55 6 6 6 6 5 6 5 4 5 5 5 2 2 2 4 4 4 4 5 5 5 5 4 6 6 6 5 5 5 5 6 5 
56 6 6 3 2 6 2 5 5 5 5 4 3 3 3 4 6 5 6 6 6 5 4 3 6 6 6 6 6 6 6 6 6 
57 6 6 5 6 6 6 5 4 5 5 5 3 3 3 5 4 4 5 4 5 5 4 3 6 2 3 5 5 5 5 6 5 
58 5 5 5 6 2 4 5 5 5 6 2 3 5 3 4 5 4 4 4 6 5 6 1 3 2 5 2 2 2 2 5 4 
59 5 4 6 2 5 4 4 1 3 4 2 5 5 5 4 4 4 3 3 4 3 2 2 6 5 5 5 7 3 5 5 5 
60 5 5 6 5 5 4 4 2 4 3 2 6 6 6 5 2 2 4 4 4 3 3 2 4 5 5 5 5 5 5 6 5 
61 6 6 6 6 6 6 5 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 3 4 4 4 3 3 4 4 
62 4 3 4 5 3 2 4 3 3 3 4 5 5 5 5 3 3 4 4 4 4 3 2 5 3 5 4 5 5 3 5 5 
63 2 3 6 2 3 2 5 5 5 5 5 5 4 5 5 5 4 5 5 5 5 5 5 6 5 4 4 4 5 4 4 5 
64 6 5 6 6 5 6 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 4 
65 6 6 7 7 6 6 5 6 6 6 5 5 3 3 3 4 4 5 5 5 5 5 5 6 5 6 6 3 2 2 5 6 
66 4 4 5 5 5 5 4 4 4 4 4 4 4 4 4 4 4 5 5 5 5 4 4 5 4 5 5 3 2 2 2 5 
67 6 6 7 7 7 7 5 4 5 5 5 4 3 5 5 4 4 6 6 5 5 4 4 4 2 5 5 2 2 2 7 6 
68 6 6 7 6 5 6 4 4 5 5 5 5 4 5 5 4 4 4 4 4 4 4 4 6 5 6 6 4 4 4 4 6 
69 7 7 7 7 7 7 7 7 7 7 7 1 1 1 1 7 7 7 7 7 7 7 7 7 7 7 7 1 1 1 1 4 
70 5 3 4 3 3 3 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 6 5 5 5 4 5 6 4 
71 6 6 6 7 6 6 5 5 5 5 5 5 5 3 4 6 6 5 5 5 5 5 5 6 6 6 6 5 4 4 3 5 
72 5 5 5 5 4 4 4 4 4 4 3 3 5 5 5 3 5 4 3 3 3 3 3 5 5 5 5 4 5 5 5 5 
73 5 5 5 5 5 5 5 4 5 5 5 5 4 4 5 5 4 5 5 5 5 5 5 4 4 4 5 3 3 3 3 6 
74 6 6 6 6 6 5 6 5 5 6 4 3 3 2 4 4 4 3 6 6 5 3 2 6 5 4 6 2 2 3 2 5 
75 6 6 6 4 4 5 4 4 4 5 3 4 4 4 4 6 4 5 5 5 5 5 4 3 2 4 3 3 2 2 2 5 
76 7 7 7 7 7 7 5 5 6 5 5 3 4 3 3 5 5 5 5 5 5 6 5 7 7 7 7 7 7 7 7 5 
77 4 3 3 6 5 2 2 2 2 2 1 4 4 4 6 2 2 2 2 2 2 2 2 6 2 2 5 2 2 2 2 4 
78 6 6 6 6 6 6 5 5 5 5 4 5 2 2 2 5 5 5 5 5 5 5 4 2 2 2 2 2 2 2 2 4 
79 6 6 6 6 6 6 6 6 6 6 5 2 2 2 2 6 6 5 5 5 5 6 5 6 5 6 6 5 2 2 5 4 
80 6 6 6 6 6 6 6 6 6 2 4 2 2 2 2 6 6 6 6 6 6 6 4 7 5 7 7 2 2 2 2 4 
81 6 6 6 6 6 6 6 6 6 6 4 2 2 2 2 6 6 6 6 6 6 6 1 6 5 6 6 2 2 2 2 5 
82 7 6 6 6 6 6 2 6 5 6 6 6 6 3 3 6 6 6 6 6 6 6 4 7 6 6 6 5 5 5 5 4 
83 6 6 6 6 6 6 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 4 6 2 6 6 3 2 2 5 6 
226 
84 6 4 5 4 6 6 5 5 4 4 2 4 5 4 4 6 6 4 3 5 4 4 2 7 6 7 7 4 7 4 2 6 
85 5 6 6 6 6 5 5 4 5 4 4 4 4 4 5 6 5 5 5 5 6 5 6 5 4 4 6 3 3 2 5 5 
86 6 6 6 6 6 6 5 6 6 6 6 2 2 2 2 6 6 6 6 6 6 6 5 6 2 6 6 2 2 2 2 5 
87 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 2 4 4 4 4 4 4 4 4 2 4 2 2 2 2 2 5 
88 6 6 6 6 6 6 5 5 5 5 5 3 3 3 4 4 5 5 5 5 5 5 4 6 2 2 6 2 2 2 2 6 
89 4 3 5 2 3 2 4 4 4 4 4 4 4 5 4 5 5 5 5 6 6 6 4 6 4 5 5 4 4 4 4 5 
90 6 6 6 6 6 6 5 5 5 5 5 3 3 3 4 5 5 5 5 5 5 5 5 6 6 6 6 6 5 5 6 6 
91 3 5 6 6 5 5 5 5 5 3 5 5 5 5 5 5 3 3 3 3 3 3 3 5 5 5 5 5 5 5 5 4 
92 4 3 6 2 2 3 2 6 3 3 3 5 6 6 6 2 3 3 3 5 5 3 3 6 4 5 6 2 2 4 6 5 
93 6 5 6 6 5 5 4 5 5 5 4 5 5 5 5 5 5 5 5 4 5 5 5 6 4 5 5 4 4 4 4 6 
94 6 5 6 6 5 5 4 5 5 5 4 5 5 5 4 5 5 4 4 4 5 5 5 6 6 6 6 4 2 2 2 4 
95 6 6 6 6 6 6 6 6 6 6 6 2 2 2 2 5 5 6 6 6 6 6 6 6 5 5 5 2 2 2 2 6 
96 6 6 7 6 6 6 6 6 6 6 5 4 3 3 5 5 5 5 6 6 5 3 2 6 5 5 6 5 4 4 4 5 
97 6 6 6 6 6 6 4 4 4 4 4 6 4 4 4 4 5 4 4 4 4 4 2 6 6 6 6 2 2 2 2 5 
98 7 6 7 7 6 6 4 4 4 4 4 4 2 2 2 4 4 4 4 4 4 4 4 5 2 2 3 6 1 1 1 6 
99 7 6 6 6 6 6 5 6 5 5 4 5 4 5 5 4 4 4 5 5 5 4 5 6 6 6 7 4 6 6 6 6 
100 6 6 7 7 6 7 4 4 5 5 4 3 3 3 5 6 5 4 5 5 4 5 3 2 2 2 2 7 1 1 1 6 
101 7 5 5 6 5 6 5 5 6 6 5 3 3 3 3 5 4 5 5 5 5 5 5 7 6 6 7 2 5 5 5 4 
102 4 4 6 6 6 6 3 2 2 2 2 6 6 6 6 4 4 3 3 2 2 2 1 6 6 6 6 5 1 1 1 7 
103 7 7 7 7 7 7 7 7 7 7 7 4 4 4 4 6 4 4 6 6 6 6 6 6 2 2 6 2 2 2 6 7 
104 6 6 7 4 4 4 3 4 3 4 3 5 4 2 3 4 4 4 4 3 3 4 4 5 5 4 4 4 4 4 4 4 
105 5 6 6 5 6 6 4 4 5 5 4 4 4 4 4 4 5 4 4 4 4 4 4 7 6 7 7 6 6 5 4 5 
106 6 6 6 6 6 6 5 5 5 5 5 4 2 4 4 5 5 4 5 4 5 5 4 5 4 4 5 5 3 3 3 4 
107 4 5 6 7 6 6 5 5 5 5 4 3 3 3 4 4 4 4 4 4 4 4 4 7 6 6 6 5 6 5 6 5 
108 6 6 6 6 6 6 4 3 5 5 4 3 5 5 5 5 4 5 5 5 4 4 3 6 6 6 6 7 6 6 6 5 
109 5 5 5 3 4 3 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 2 6 5 7 1 1 1 4 
110 4 4 6 7 5 4 6 1 6 6 6 1 1 2 1 1 1 1 1 1 1 1 1 7 6 3 7 1 3 4 1 6 
111 6 6 5 6 6 6 4 5 5 5 2 2 2 2 4 5 4 3 4 5 6 6 2 5 2 5 4 3 2 2 2 6 
112 3 3 6 6 3 5 6 5 5 4 3 5 6 5 2 3 4 4 3 3 3 4 2 4 3 3 4 4 2 2 2 4 
113 3 4 7 6 7 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 2 7 2 6 6 3 3 3 3 6 
227 
114 6 6 6 6 6 6 4 4 5 5 4 4 5 5 5 6 4 4 4 6 6 4 4 5 5 5 6 6 6 6 6 6 
115 6 6 6 6 5 6 5 5 5 6 4 3 4 4 4 6 6 4 6 4 6 4 4 6 6 6 6 6 6 4 6 6 
116 4 4 5 5 4 5 4 4 4 5 4 4 4 5 5 5 5 4 4 4 5 4 4 6 3 6 6 6 3 2 2 5 
117 5 2 6 2 2 2 4 4 4 4 4 4 3 2 3 4 4 4 4 5 4 4 4 6 5 6 6 5 3 3 2 7 
118 7 7 6 7 6 7 6 6 6 6 6 2 2 2 2 6 6 6 6 6 6 6 5 7 6 6 6 6 6 6 6 6 
119 7 7 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 2 3 5 6 6 6 6 6 
120 3 5 6 4 5 5 4 4 4 4 4 4 4 4 4 4 3 4 4 4 3 4 4 5 4 5 4 4 2 2 4 5 
121 3 3 6 4 3 3 3 3 4 6 5 5 5 3 5 3 4 3 3 4 5 3 3 6 6 6 6 6 5 5 3 5 
122 5 5 5 6 5 5 5 6 6 6 6 3 3 3 4 6 6 6 6 6 6 6 4 6 6 6 6 5 5 5 5 6 
123 4 3 3 3 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 3 3 5 4 4 2 2 5 
124 4 5 6 6 5 5 4 5 5 5 5 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 5 
125 4 3 6 6 3 5 4 3 5 4 3 4 5 4 5 4 5 4 3 5 4 4 3 5 3 3 5 4 4 4 4 5 
126 6 6 6 6 6 6 6 6 6 6 6 2 2 2 2 6 6 6 6 6 6 6 6 7 7 7 7 6 6 6 6 5 
127 6 6 6 6 6 6 5 5 5 4 4 5 4 5 4 5 5 4 4 4 5 5 4 7 6 6 6 7 6 6 6 6 
128 6 6 6 6 6 6 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 2 6 6 6 3 3 3 6 
129 6 6 6 6 6 6 6 5 6 6 5 5 4 4 4 4 4 4 5 5 5 5 4 4 4 5 4 4 4 4 5 6 
130 6 5 6 4 5 4 5 5 5 5 5 3 3 3 4 4 4 4 4 4 4 4 4 6 6 6 5 5 5 5 5 5 
131 6 6 6 6 6 6 5 4 4 4 2 5 4 4 5 4 4 4 4 4 4 3 2 4 2 3 3 2 1 2 1 5 
132 6 6 6 4 4 5 4 4 6 6 4 4 4 4 4 4 6 6 6 6 6 6 6 4 2 3 2 2 2 2 2 5 
133 7 6 7 6 6 6 6 6 6 6 6 2 2 2 2 6 6 6 6 6 6 6 6 7 2 6 6 2 2 2 2 5 
134 6 6 6 6 6 6 6 6 6 6 6 3 3 3 3 6 6 6 6 6 6 6 5 6 6 6 6 6 6 6 6 6 
135 6 5 6 5 5 5 5 5 5 5 3 5 5 5 5 3 3 3 3 3 3 3 3 6 6 5 6 3 2 2 2 6 
136 5 4 2 3 3 3 2 2 2 2 2 4 4 4 6 2 4 4 4 4 4 2 2 6 6 6 7 2 2 2 2 4 
137 6 6 6 6 6 6 6 6 6 6 6 2 2 2 2 6 6 6 6 6 6 6 6 7 7 7 7 7 7 7 7 6 
138 4 5 7 5 5 6 4 4 4 4 3 4 4 4 3 4 5 4 4 4 4 3 2 7 5 5 6 2 3 3 5 6 
139 6 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 5 5 5 5 5 4 6 5 5 6 6 6 6 6 5 
140 6 6 6 6 6 6 6 4 6 5 5 5 5 5 5 4 4 4 5 5 5 5 5 6 6 6 6 6 6 6 6 5 
141 7 6 6 7 7 7 5 4 6 4 4 4 4 4 3 3 3 3 3 5 4 3 2 4 5 4 4 5 2 2 2 5 
142 6 6 6 6 6 6 7 7 7 7 7 2 2 1 4 6 5 5 6 6 6 6 6 6 6 6 6 4 4 4 6 7 
143 6 5 6 6 5 6 5 4 5 5 5 3 3 3 3 5 5 5 5 5 5 5 5 5 5 4 5 5 5 4 5 4 
228 
144 6 6 6 6 6 6 6 6 6 6 6 2 2 2 2 6 6 6 6 6 6 6 6 6 2 6 6 6 6 6 6 5 
145 7 7 7 7 7 7 6 6 6 6 4 4 2 4 4 6 6 6 6 6 6 6 4 6 6 6 7 7 7 7 7 6 
146 7 6 6 7 7 6 6 6 6 6 6 2 2 2 5 5 6 6 6 6 6 6 6 6 3 6 6 6 6 2 5 7 
147 6 5 6 6 5 5 6 5 6 6 5 4 6 5 5 6 5 4 6 6 6 6 3 6 2 4 4 2 2 2 2 6 
148 6 6 3 2 7 2 4 4 4 7 1 7 7 7 7 1 2 3 3 3 3 3 3 7 7 7 7 7 7 7 7 5 
149 5 5 5 5 5 5 5 5 5 5 4 3 3 3 5 5 5 5 5 5 5 5 5 6 4 4 5 3 3 3 3 5 
150 6 5 6 6 6 6 6 5 6 6 5 5 5 6 4 6 6 5 6 6 6 5 6 6 6 6 6 2 2 2 6 5 
151 4 5 5 5 5 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 3 4 5 4 3 2 2 2 6 
152 6 6 5 4 5 4 3 3 3 3 3 4 4 4 4 4 6 5 5 4 4 4 1 6 6 6 6 5 6 6 6 6 
153 7 6 6 6 6 6 6 6 6 5 4 2 2 4 5 5 5 5 5 5 5 5 5 7 4 5 6 5 2 2 2 5 
154 6 6 6 5 5 5 5 4 4 5 4 5 4 4 4 4 5 4 4 5 4 4 4 5 5 5 5 3 3 3 3 4 
155 3 4 6 4 3 4 3 3 3 3 4 4 4 4 5 4 5 4 4 4 4 4 3 6 6 6 6 2 6 6 6 3 
156 5 5 5 6 6 4 4 3 3 4 4 2 5 3 5 4 4 5 5 5 5 5 3 5 2 5 5 2 2 2 2 6 
157 5 5 5 5 5 5 4 5 5 5 4 4 4 4 4 6 4 4 4 4 4 4 4 6 6 6 6 2 2 2 2 5 
158 6 5 6 6 6 6 5 4 5 5 4 3 4 3 4 5 4 5 5 5 5 5 5 6 3 6 6 6 6 6 6 5 
159 6 6 6 6 6 6 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 3 3 3 3 5 3 3 3 5 
160 7 6 6 4 6 4 4 4 4 4 4 5 2 2 4 2 4 4 2 4 4 2 2 6 4 6 6 4 2 2 6 6 
161 2 6 6 6 6 6 4 4 4 4 4 3 4 4 4 6 4 4 4 4 4 4 4 6 3 6 6 4 4 4 4 5 
162 7 6 5 5 5 5 4 4 4 5 5 3 3 3 6 5 6 5 5 5 4 5 5 7 3 7 7 4 4 4 4 5 
163 4 4 5 5 4 5 3 3 3 3 3 5 5 5 5 3 4 3 4 3 3 4 2 5 2 4 4 2 2 2 2 5 
164 6 6 5 4 5 4 4 7 4 4 2 2 2 4 4 2 2 2 2 4 4 3 2 4 5 4 5 4 5 3 4 5 
165 6 5 5 5 4 5 4 4 4 4 3 4 5 3 5 4 4 2 2 2 2 2 2 5 4 4 5 5 4 3 5 5 
166 6 5 5 5 6 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 3 5 6 6 2 5 5 5 
167 7 7 6 6 6 6 6 6 6 6 6 6 5 6 3 6 6 6 6 6 6 6 6 6 4 5 5 5 5 5 6 4 
168 7 7 7 7 7 7 6 6 6 6 6 4 5 2 2 6 6 6 6 6 6 6 6 4 3 3 5 5 3 4 3 6 
169 6 5 4 5 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 2 2 2 2 2 2 2 2 5 
170 5 5 5 6 5 5 4 4 4 4 4 3 3 3 3 5 4 4 4 4 4 4 4 3 3 3 3 2 2 2 2 4 
171 6 6 6 6 6 6 5 4 4 5 4 4 4 4 4 5 5 5 5 5 5 5 5 5 5 5 5 3 3 3 3 5 
172 4 2 6 6 3 5 4 4 4 4 2 4 4 4 5 4 4 4 4 4 2 2 2 4 2 4 3 3 2 4 2 6 
173 5 6 6 6 6 6 4 5 6 6 4 5 3 3 3 5 4 4 4 5 6 3 2 6 5 4 4 4 6 4 2 6 
229 
174 4 5 5 5 5 4 4 4 4 4 4 4 4 4 4 2 4 4 4 4 4 4 4 5 5 5 5 2 2 5 4 6 
175 6 6 6 6 6 6 3 4 4 3 3 4 3 3 2 4 4 3 3 3 3 4 4 3 2 3 3 2 2 2 2 5 
176 6 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 5 6 6 4 4 4 4 5 
177 6 6 6 6 6 6 4 4 4 4 4 4 4 4 4 6 4 6 6 6 6 6 4 5 4 6 6 4 4 4 4 5 
178 6 6 7 7 4 7 1 1 2 4 3 3 3 4 6 2 4 4 4 4 2 2 2 7 2 7 7 7 7 4 7 5 
179 6 4 6 4 5 5 5 4 4 5 4 4 4 3 5 4 4 4 4 3 4 4 4 7 2 7 7 6 2 1 7 6 
180 6 5 6 5 4 5 4 4 4 5 4 4 4 5 4 4 5 4 4 4 4 3 5 6 5 6 6 6 6 5 5 5 
181 6 6 6 6 6 6 2 2 2 2 2 6 6 6 6 3 3 3 3 3 3 3 3 6 5 5 5 4 4 4 4 5 
182 6 6 6 7 6 7 4 4 5 5 4 4 5 4 4 6 6 5 5 5 5 4 4 7 7 6 6 7 7 6 6 5 
183 6 5 6 6 5 6 4 4 4 4 4 4 4 4 4 4 6 2 2 3 3 1 1 7 1 6 6 4 7 1 1 6 
184 6 5 5 5 3 5 5 5 6 6 5 3 3 3 5 6 6 6 6 6 6 6 6 7 2 7 6 2 2 2 3 4 
185 4 5 5 5 6 5 5 5 5 5 5 4 4 4 5 4 5 4 4 5 4 3 4 7 6 5 6 6 7 7 7 4 
186 6 6 7 6 6 6 6 6 6 6 5 2 2 2 2 6 6 6 6 6 6 6 6 7 6 5 6 7 7 6 6 4 
187 6 6 6 6 6 6 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 7 7 7 7 7 7 7 7 4 
188 6 6 7 6 6 6 6 6 6 6 5 5 5 5 5 6 4 4 4 4 4 4 4 6 6 5 6 2 6 6 6 6 
189 7 6 6 6 6 6 6 5 6 6 6 6 6 6 6 6 5 5 5 5 5 4 4 2 1 2 2 1 3 4 5 6 
190 6 6 6 6 6 6 5 5 5 5 5 3 3 3 3 5 6 6 6 6 6 6 6 2 1 2 2 3 6 5 7 5 
191 5 4 5 4 4 4 4 4 4 4 2 4 2 4 4 4 4 4 4 4 4 4 4 5 4 5 5 5 5 5 6 5 
192 7 7 7 7 7 7 6 6 6 7 7 2 2 2 2 6 6 6 6 6 7 6 7 6 6 6 6 6 6 6 6 6 
193 6 6 6 6 6 6 6 6 6 6 5 5 5 5 5 7 6 5 5 6 6 6 6 4 3 3 3 3 3 3 3 5 
194 6 6 6 6 6 6 6 6 6 6 5 6 4 4 4 4 4 4 4 4 4 4 4 6 2 6 6 6 6 6 6 6 
195 2 2 7 6 4 6 4 5 5 5 4 5 4 4 3 6 6 6 4 4 4 4 3 6 6 5 5 5 5 5 6 6 
196 5 5 6 7 6 6 6 5 6 6 4 5 4 4 6 6 6 5 6 6 6 4 4 2 6 5 6 6 6 6 6 6 
197 7 6 6 6 6 6 6 6 6 6 6 2 2 2 1 6 7 7 6 7 6 6 4 1 1 7 1 1 1 1 1 5 
198 6 6 6 5 6 7 5 5 5 5 5 3 4 3 4 6 5 5 5 5 5 5 5 6 5 4 5 1 6 2 6 5 
199 6 6 6 6 6 6 6 6 6 6 2 6 2 2 6 6 6 2 6 6 6 6 2 6 5 6 6 2 2 2 3 4 
200 7 6 6 7 7 7 6 6 6 6 6 2 3 3 4 5 6 6 6 6 6 6 6 5 5 5 6 2 2 2 2 6 
201 6 6 6 6 6 6 6 5 4 5 4 6 4 6 4 6 5 6 4 5 6 4 6 4 4 4 4 3 3 3 5 7 
202 4 5 6 5 4 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 4 4 5 4 4 4 4 5 
203 2 5 4 6 6 2 4 4 3 4 3 4 3 3 3 4 4 3 4 4 4 3 2 6 6 5 5 4 4 4 4 5 
230 
204 6 6 6 6 6 6 6 6 6 6 6 6 6 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
205 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 7 6 
206 7 3 4 4 5 4 4 5 5 5 4 5 4 4 4 4 5 5 5 5 4 4 4 6 5 6 6 6 6 6 5 7 
207 6 6 6 6 5 5 4 4 4 4 4 5 5 4 3 4 4 4 4 4 4 4 3 5 4 3 4 5 5 4 4 5 
208 5 4 6 2 2 4 3 1 2 2 2 2 2 2 2 4 4 4 4 4 4 4 1 4 3 6 6 6 5 4 2 6 
209 4 4 5 5 4 4 5 4 6 5 4 4 4 4 4 4 5 4 5 4 4 4 4 7 6 6 6 4 4 4 4 6 
210 6 5 6 6 5 6 5 6 6 5 6 5 6 5 5 5 7 7 6 6 7 7 5 5 4 4 5 5 4 4 4 6 
211 6 6 5 6 6 6 3 3 3 4 4 4 3 3 2 4 2 3 2 2 2 2 2 6 2 6 5 6 6 6 6 5 
212 2 2 4 2 2 2 4 2 3 4 4 4 4 5 5 5 3 3 3 3 3 4 3 2 2 6 6 6 6 4 5 6 
213 5 5 5 4 5 4 4 4 4 4 4 4 4 4 4 4 5 4 4 4 4 4 4 5 5 5 4 4 5 5 5 5 
214 7 6 6 7 6 6 6 6 6 6 6 3 2 2 5 4 4 3 5 4 4 4 4 6 6 6 7 7 7 7 7 6 
215 7 5 6 6 5 5 4 4 4 4 4 4 4 4 4 4 3 3 3 3 3 3 3 7 3 6 6 2 2 2 2 5 
216 2 6 5 5 5 5 6 6 5 6 6 2 3 3 4 6 6 6 6 6 5 6 6 7 6 6 7 6 6 6 6 5 
217 6 6 5 4 5 4 4 3 4 4 3 5 5 5 5 4 3 3 3 4 4 3 3 6 6 6 7 6 6 6 6 5 
218 6 5 5 4 4 4 2 2 2 2 2 6 4 6 6 4 4 4 4 4 4 4 4 6 2 6 6 6 6 6 7 7 
219 5 5 2 5 6 6 4 4 4 4 4 5 4 3 4 4 4 4 3 4 4 3 3 4 3 4 4 5 4 4 3 6 
220 6 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 5 6 6 6 6 6 6 4 
221 7 7 7 7 7 7 6 7 7 7 7 4 4 4 5 4 4 4 4 4 4 4 6 7 3 6 3 2 7 4 6 5 
222 6 6 7 6 5 7 4 4 3 3 3 5 5 5 4 5 6 6 4 6 6 4 6 6 6 5 6 1 2 2 2 5 
223 6 6 6 6 6 6 5 5 5 5 5 4 3 3 3 5 6 6 6 6 6 6 5 6 5 6 6 2 2 6 6 5 
224 6 6 6 6 6 6 4 4 4 4 4 5 5 4 4 4 4 4 4 4 4 4 4 6 5 5 5 2 1 1 1 5 
225 7 7 7 7 7 7 6 4 6 6 6 4 4 2 6 6 6 6 6 6 6 6 4 6 4 6 6 4 4 4 4 5 
226 7 7 7 7 7 7 6 6 6 6 6 2 2 2 2 6 6 4 5 4 5 6 6 6 4 6 6 4 6 6 6 6 
227 6 6 6 6 6 6 4 4 4 4 4 6 5 2 2 6 6 6 6 6 6 6 6 6 3 3 3 3 3 3 3 5 
228 6 6 6 6 6 6 6 6 6 6 6 2 2 2 2 6 6 6 6 6 6 6 6 6 5 6 6 5 6 6 6 6 
229 7 6 5 6 6 6 6 6 6 6 6 1 6 2 2 6 7 7 7 7 7 7 7 6 6 6 7 7 7 7 7 5 
230 6 6 6 6 6 6 5 5 6 5 4 6 6 6 6 4 4 4 4 4 4 5 4 6 6 6 6 6 5 4 2 5 
231 6 6 6 6 6 6 5 5 6 6 5 5 2 2 2 5 4 5 4 4 5 5 5 6 5 5 6 5 4 4 4 6 
232 6 6 6 6 6 6 6 6 6 6 6 2 2 2 2 6 6 6 6 6 6 6 6 6 5 6 6 1 1 1 1 5 
233 7 6 6 6 6 6 5 5 6 6 5 4 2 2 6 3 5 4 4 4 5 5 4 3 3 3 5 2 2 2 6 6 
231 
234 6 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 4 4 5 4 4 4 4 4 
235 6 5 6 5 4 4 4 4 4 4 4 5 5 5 5 4 4 4 4 4 4 4 4 6 4 6 6 6 6 6 7 6 
236 7 7 7 7 7 7 5 5 5 4 5 3 5 3 3 4 4 3 3 5 5 4 3 6 6 6 7 3 6 6 6 5 
237 6 6 6 6 6 6 5 5 6 6 5 4 3 3 4 4 4 5 5 5 5 5 4 6 6 6 6 6 3 5 2 6 
238 6 5 5 5 4 4 4 3 4 3 2 4 4 3 6 5 4 4 4 5 4 4 2 5 5 4 5 4 4 4 5 6 
239 6 5 5 5 5 4 6 6 6 6 6 3 5 3 5 2 4 3 3 5 3 3 2 6 6 6 6 2 2 2 6 6 
240 7 7 7 6 6 7 5 4 6 7 4 3 3 3 5 5 5 5 6 5 6 5 4 6 5 5 4 4 4 4 5 5 
241 7 6 6 6 6 6 6 5 6 6 6 6 6 6 4 4 3 6 4 4 5 4 4 5 5 5 5 4 3 4 5 6 
242 4 6 6 6 6 6 6 6 6 6 4 2 1 2 4 6 4 6 6 6 6 6 4 7 5 6 6 7 7 7 1 5 
243 5 4 5 3 4 3 1 1 6 1 4 6 6 7 7 2 2 4 3 5 4 2 1 6 4 6 5 6 4 3 4 5 
244 6 6 6 6 6 6 6 6 6 6 6 6 2 6 6 6 6 6 6 6 6 6 6 4 5 4 6 6 5 5 5 6 
245 6 6 6 6 6 6 6 6 6 6 6 2 2 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 7 
246 6 5 6 5 5 4 3 3 4 4 2 5 4 4 4 4 4 4 4 4 4 4 2 5 3 3 5 3 3 3 3 5 
247 4 4 5 5 4 5 5 4 5 4 4 4 5 4 5 4 5 5 5 4 5 5 5 5 4 5 5 4 5 5 5 5 
248 6 6 6 5 5 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 4 4 4 4 6 
249 5 5 5 5 4 5 5 5 5 5 5 5 5 5 5 5 4 4 4 4 4 4 5 6 5 5 4 6 6 6 6 5 
250 5 5 6 5 5 5 5 4 5 5 4 4 5 4 5 4 4 4 5 5 5 4 4 4 4 4 5 5 4 4 5 6 
251 4 5 6 6 6 5 4 3 3 3 3 3 3 5 5 3 3 3 3 3 3 3 3 5 5 5 5 5 5 5 5 5 
252 6 6 6 6 6 6 5 5 5 6 4 3 3 3 5 5 5 5 5 5 5 5 5 6 6 6 5 5 5 5 5 5 
253 6 6 7 7 6 7 3 3 2 3 2 2 2 3 4 4 4 4 4 4 4 4 4 6 3 6 4 2 2 2 1 5 
254 4 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 2 4 6 2 2 2 2 4 
255 6 6 6 6 6 6 6 6 6 6 6 2 2 2 2 6 6 6 6 6 6 6 6 2 2 2 2 2 2 2 2 4 
256 2 4 6 5 5 5 1 2 2 3 4 4 4 5 3 5 2 2 2 2 2 2 2 6 6 6 6 6 6 6 6 6 
257 4 3 5 5 4 4 4 4 4 4 4 4 4 4 4 2 4 4 4 4 5 5 5 5 5 5 5 5 3 3 3 5 
258 6 4 6 6 5 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 2 5 5 2 2 2 2 4 
259 7 7 7 7 7 7 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 5 1 3 4 4 4 4 6 
260 7 6 6 6 6 6 6 6 6 6 6 6 6 2 6 2 6 6 6 6 6 2 2 6 2 6 6 6 2 4 2 5 
261 7 6 5 5 6 6 5 5 5 5 5 4 3 4 3 4 4 3 4 5 4 4 3 6 6 6 6 6 6 6 6 4 
262 6 6 6 6 6 6 3 6 6 6 6 6 6 5 6 6 6 2 6 6 6 6 6 6 6 6 6 6 6 6 6 5 
263 7 6 7 6 5 6 4 5 4 3 5 2 3 6 4 2 3 4 4 4 6 2 3 6 5 6 6 2 2 2 2 5 
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264 6 6 6 7 6 6 6 5 6 6 6 2 2 4 4 5 4 4 4 4 4 4 4 6 6 6 6 2 2 2 2 5 
265 5 6 7 6 6 6 6 6 7 7 6 3 6 2 2 7 5 5 6 5 6 2 4 5 2 6 6 5 2 2 2 6 
266 6 6 7 6 6 6 7 7 7 7 6 3 7 2 2 7 6 6 6 5 6 2 4 6 5 5 6 2 2 2 6 4 
267 7 6 7 6 6 6 6 6 7 7 6 3 7 2 2 7 6 6 7 6 6 6 4 7 7 7 7 6 7 7 7 5 
268 7 2 6 2 4 6 7 7 6 6 6 6 1 1 1 7 6 7 5 5 5 5 4 7 6 6 7 6 6 6 6 5 
269 6 6 6 6 6 6 6 6 6 6 6 2 2 2 2 6 6 5 5 6 6 5 6 7 5 6 7 5 5 5 5 5 
270 2 2 7 6 6 6 7 7 7 7 7 1 1 2 7 7 7 7 7 7 7 7 7 7 6 6 7 6 6 6 6 5 
271 6 6 6 5 5 5 6 6 6 6 6 3 3 3 3 5 6 6 6 6 6 6 5 5 5 5 5 5 5 5 5 5 
272 6 6 5 6 5 6 4 4 4 4 4 4 4 4 4 4 5 5 5 5 5 5 5 5 5 4 5 4 4 4 4 5 
273 7 6 6 4 6 5 5 3 5 5 1 4 4 3 3 4 4 4 4 4 4 4 2 4 3 5 5 3 3 3 3 5 
274 6 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 6 6 6 6 6 6 6 5 
275 5 5 6 4 5 4 4 4 4 4 4 5 4 4 4 4 4 4 4 4 4 4 4 5 2 5 6 6 6 6 6 6 
276 6 6 6 6 6 6 5 5 5 6 4 4 4 3 3 5 4 5 5 5 6 6 5 6 2 5 6 5 5 5 4 5 
277 6 7 6 7 6 6 6 6 6 6 6 2 2 2 2 6 6 6 6 6 6 6 6 2 2 2 2 2 2 2 2 7 
278 7 7 7 6 6 7 6 6 6 6 2 4 2 2 6 6 6 6 6 6 6 6 6 6 6 6 6 6 5 4 4 6 
279 4 3 5 5 5 5 2 2 3 3 3 6 5 2 3 5 4 4 4 5 5 5 5 7 6 6 6 6 6 6 6 5 
280 6 4 6 6 4 5 7 6 5 5 6 6 5 5 6 6 3 4 4 4 4 4 4 6 6 4 6 4 3 3 4 5 
281 6 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 6 2 6 6 3 2 2 2 6 
282 7 6 6 6 6 6 4 4 5 5 4 4 4 4 5 4 4 4 5 4 4 5 4 4 4 4 2 4 4 4 4 7 
283 4 5 6 6 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 3 3 5 5 5 5 4 3 3 3 5 
284 5 5 6 6 5 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 5 5 5 5 6 6 6 6 6 
285 6 6 6 6 6 6 6 6 6 6 6 6 6 4 5 6 6 6 6 6 6 6 6 6 5 6 6 5 5 5 6 5 
286 3 2 5 4 2 4 4 4 4 4 4 4 4 4 4 4 6 4 4 4 4 4 4 7 5 7 7 3 3 3 3 5 
287 6 6 7 6 5 5 5 5 5 4 5 4 4 5 5 5 4 4 5 5 5 4 3 6 2 4 5 2 2 2 1 5 
288 6 6 5 6 6 5 3 3 5 6 6 6 6 5 4 5 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
289 7 7 6 6 7 6 6 6 6 6 6 2 2 2 3 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 6 
290 4 4 4 2 2 2 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 2 2 2 2 2 2 2 4 
291 7 6 6 6 6 6 4 4 4 4 4 4 3 3 3 4 4 4 4 4 4 4 4 6 3 4 5 5 5 3 6 5 
292 6 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 5 4 4 4 4 4 5 5 2 5 5 2 2 2 2 4 
293 6 5 6 6 5 6 5 5 5 5 5 3 3 3 3 5 5 5 5 5 5 5 5 6 6 6 6 6 3 3 3 4 
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294 6 4 5 4 4 4 4 3 3 3 2 5 5 5 5 3 3 3 3 4 4 2 1 2 2 2 2 6 2 2 2 5 
295 5 6 6 6 6 6 5 5 5 6 4 3 4 5 5 3 5 5 5 5 5 4 4 4 4 3 4 3 2 2 3 6 
296 6 6 6 6 6 6 6 5 6 6 6 2 2 2 2 6 6 2 2 6 2 6 6 6 5 6 6 2 2 2 2 5 
297 6 6 6 6 6 6 5 5 5 5 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 2 2 2 7 
298 5 6 7 6 6 6 6 6 6 4 6 7 2 6 5 4 6 6 6 5 5 5 5 6 6 6 7 2 3 4 5 5 
299 7 7 7 7 7 7 7 7 7 7 4 4 4 4 4 4 4 4 4 4 4 4 4 7 7 7 7 7 7 7 7 6 
300 6 6 6 6 6 6 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 4 3 2 2 4 3 3 2 2 4 
301 6 6 5 5 5 6 4 4 5 4 5 4 4 4 5 3 4 4 5 4 4 4 3 5 5 6 5 5 5 5 5 4 
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Appendix O 
Interview Data 
ID: Respondent_1 
Date: June 03, 2013 
 
Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A:  We employees do not know much [about the change], so people usually just repeat the    
rumors. Our labor union knows the best. We only listen to our supervisor and  
colleagues’ chatting, and then make a guess about who is going to take over our unit or  
who is going to lose his leadership position. Overall, we do not know much about the  
details.  
 
Q:  How did you feel about this organizational change when informed about it? 
 
A:  I think our company will often have all types of organizational change. I worked in the 
Taichung branch for 9 years, and I encountered many restructurings. Our company was a 
state-owned enterprise previously, so our organizational size was relatively large. Thus, it 
is reasonable for our company to merge two units into one, which can downsize this 
organization. I guess that it is possible for our company to continue to have another 
merger from now on. 
 
Q:  What concerns did you have about this organizational change at that time?  
 
A:  As a little soldier [lower level employee] in this company, the change may not have such 
a huge impact on me. I have no specific concern. I have no special feelings about the 
change. 
 
A:        In the current situation, we have very few on-site personnel. Therefore, people should not  
be mobilized unless certain unit/department has an urge of needing people. In the past, 
there were some managers emphasizing more on customer service and marketing. After 
the merger, it is very likely that engineers would be switched to do customer service and 
marketing. As a matter of fact, there are difficulties when engineers try to do the work of 
customer service and marketing. Some people did a good job, and they got a raise or got 
promoted. Some managers put more emphasis on customer service and marketing; 
therefore, if engineers were transferred, they might have the opportunities to get a raise 
and get promoted. If staying at the engineering department, they may not have any 
chances. However, for those who were transferred but have not done a good job, they 
wanted to come back. 
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Q:  Before the organizational change took place, did you talk to anyone or take any other 
action to find out details about it? If so, what did you do? 
 
A:  When there will be some news about change, there will be some rumors and discussion 
among employees. People like to chitchat. Some supervisors may join the talks. Those 
employees like my position level may talk with someone in labor union. They may go to 
different units and have a chat with other colleagues. 
 
A: Speaking of the organizational merger and reorganization, our union members would try 
to obtain some informal information and explained it to us. The executives may be more 
likely to know the inside stories. Even two years ago, we didn’t have much feelings 
compared to before because we had mergers for many times. We took it for granted and 
we didn’t think we would be unemployed or laid off because of that. Although some of 
the supervisors’ titles were taken off, their salary remained the same. So, it should be no 
big change. Even though there’s some transfers, the company will see the willingness of 
our employees. Most of them will remain in the original units; however, there’s no title, 
no extra compensation. 
 
Q: How did you think the change might affect your own job situation? 
 
     A:  In my opinion, there will be no big change impact on my job as a low level manager. 
However, it is possible that we are going to have a new leader in our center or division, 
and then we will have to adjust ourselves to work with him or her. Moreover, people may 
need to relocate workplaces depending on the new leader’s strategies. My previous 
experience was that our manager focused more on customer service and marketing, so 
many of our engineers were rotated to work for customer service and marking. It was so 
difficult for engineers to do those jobs that they were not familiar with. 
 
Q:  Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes? 
 
A:  For me, there is no difference. I was transferred once. I used to take care of the machine  
buildings where only two people share the responsibility. Then, I was transferred to the 
maintenance center. Now that I work with all of my colleagues and we share everything 
together. The center has not changed, but the lower unit has changed. What has been 
changed is that some people have transferred to the department of customer service and 
marketing, so I was transferred over here.  
 
  Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not? 
       
A:  I did not feel any differences before. The only thing I concerned was about who would 
take over the job I had as a supervisor. I feel the same. I think if young employees want 
to get a promotion, then they can try to do the customer service and marketing. The 
company will definitely offer solid training. People can still get an easy hold out of it if 
not employed at this company. I think that we are already very good at the technical 
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parts. All we have to learn more is about communicative and interactive skills. Our 
company has done a great job on training and development for employees. 
 
   Q:   Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  I think this change has more impact on our company's executives, relatively minor impact 
on the persons like me, a junior engineer. I think it doesn’t affect my work. For the short 
term, there is no impact. However, in the long run, there are relatively fewer openings for 
managers/supervisors. Now we have to wait until those senior managers to retire. For the 
company, it’s beneficial for the company to have long term employees. If for a long term, 
like 5 to 10 years, there may be some psychological impact for the employees. Unlike the 
private companies where people get compensations based on how much work they do, 
our company is likely to become to get different wages for equal work, or to get equal 
wages for different work. Five to Ten years may be not too short. In the long term, it’s 
still beneficial for the company. There are relatively fewer openings for the young 
managers; so young employees have fewer opportunities to get a promotion. 
 
   Q: What are your feelings now about your company?  
    
   A:  Our company actually respects employees very much. Our company is so humane. 
Usually, when our managers who have been removed their lead positions, some will just 
retire, and some will still continue to do.  It is up to them. Currently, the company's 
competitiveness should be a lot worse. If compared with our competitive companies, our 
company is controlled by the government. The government has told us to give the profits 
and lease the cheaper equipment to some private companies so our profits have been 
fewer and fewer year by year. We will go and fight for union employee benefits, but 
honestly, our company still has too many redundant employees. Private companies are 
not like that although they have the same situation where employees get unequal wages 
for the same work. However, we will not care for it too much because we will be growing 
old someday. Our company’s climate is friendly. 
 
  A: In the telecommunications industry, the most important change is the technology. We 
[our company] have been consolidated and technology has been updated again and again 
because we will not need as many people in our company in the future. When I first 
started, there are more than 10 people, but later when it was computerized, half of the 
staff was gone immediately.  The company is using natural selection: after people retire, 
there’s no fill ups. Also, encourage early retirement with benefits. There are a lot of 
people for a while, but no fill ups after those people who retire. So, we have more work 
now, but at the moment are still able to cope with. Now there is one or two persons left 
for taking care of the Maintenance Center. There may be up to ten rooms to take care of 
for one person. After it’s computerized, then the maintenance and operation should be 
concentrated due to fewer people. Our company will continue to have restructuring; 
perhaps it’s enough to consolidate the internet department into one unit. 
 
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
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who might be experiencing the same situation, what would you tell them? 
 
A:  I will give them advice according to what they have in their mind. If they want to find a 
stable development in nature, the maintenance center is a right place. If they want to be 
transferred to other units, such as customer service or marketing, they can have better 
chances of promotion. Or for people who are willing to be transferred to other units, they 
can go if they are ambitious. 
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ID: Respondent_2 
Date: June 4, 2013 
 
Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A:  We did not hear much about the organizational restructuring. All of these things [about 
organizational restructuring] have been decided by our top management. They [the top 
management] may have some specific purposes, such as making more money for our 
company. 
 
Q:  How did you feel about this organizational change when informed about it? 
 
A:  My intuition was that our company was trying to make some employees retire. 
 
Q: What concerns did you have about this organizational change at that time? 
 
A:  We had previous experience with mergers. Compared with other colleagues, I am 
relatively younger, so I am not afraid [of the change]. Those who are more senior or who 
do not have good performance may have more concerns about this organizational change. 
After the merger, it can be expected that we are going to have fewer units, so our 
company definitely will have some early retirement packages to encourage those people 
[senior employees or those who do not have good performance] to leave earlier, but those 
are not for me. 
 
Q: Before the organizational change took place, did you talk to anyone or take any other 
action to find out details about it? If so, what did you do? 
 
A:  We chatted! 
 
Q:  How did you think the change might affect your own job situation? 
 
A:    I worry about technology. I am responsible for the traditional switch telecommunications 
machines, but they [machines] are probably replaced by newer generation machines soon. 
I am not too old or too young, and I have a family to take care as well. I need to continue 
my work in this company. So, I may need to operate and maintain new machines later on. 
That is, I will need to do training for new machines first, which can be a big loading for 
me. As I know, my previous work experience and skills are totally different from what I 
need for the new technology and machines. It may take me as least half a year to learn 
new technology and machines. The new technology and machines are so new that even 
their manufactures do not totally understand everything about the machines. In this way, I 
need to google information online and discuss with the manufactures. Once there are 
some problems happening, our mangers will only blame me. So, I have to figure out how 
to fix the problems by myself. 
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Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes?  
  
A:  Our [my] workload will be definitely increasing in terms of my specialty regarding 
switch telecommunications machines. After change, I am still good at fulfilling all 
missions and jobs. However, for those who originally work in the other departments, they 
may not be able to do their jobs easily as me. 
 
Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not? 
   
A: Yes! Yes! Things went on as I expected. Seniors do not want to learn about newer 
generation technologies and machines since they are ready to get retired soon. For us, we 
are relatively younger and we have kids and family to take care of, so we definitely need 
to learn these new technologies by taking training courses. Just like my school years! It is 
so exhausting for me to learn new things like my age. I am fifty already. All of these are 
totally new. I need to learn and search information online, and the manufactures have lots 
of problems as well. They are also exploring how to function these new machines as well. 
I am also leaning and doing currently as well. 
 
Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  All in all, I’m just doing what I should do. No one knows about future. I'll do my best at 
work. Hopefully, I will not be laid off or transferred to an unimportant position. 
 
A: I think it is a good thing for our company to have such a restructuring in that our 
company can save some redundancies in terms of manpower and resources. In contrast, 
the change causes employees some uncertainty and pressure invisibly along with the 
increasing workload or manpower adjustment. We need to deal with some problems for 
uncertainty and adaptation, or face some trouble since some colleagues may leave or 
come to work with us. 
 
Q: What are your feelings now about your company? 
 
A:  We are in the service industry and our technology rests in the hands of manufacturers. 
Also, we are semi-official and semi-private, and the government is the major shareholder. 
We are even doing some work that does not make any profits. The worse thing is, we 
have to buy different types of devices each time which is very inefficient. It is difficult 
for us to work. We have to learn something new every time which is really not dealing 
with the core of the problem. The results of restructuring did not come out. 
 
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
 
240 
A:  I think it’s up to you. Physically, I’m not as good and energetic as I was. But if you 
compare our company with external companies, you will see how good our company is. 
In addition, the economy is not so good, and I had work experience at private companies 
before, the work we’re doing and the working conditions here are way too better. In my 
view, our situations are still good compared with the worse ones. 
 
    A: I think we are going to have another organizational restructuring in the future. People will 
need to work together in an office. Only one word! If you learn skills, you don’t have to 
worry about your future. No matter how many mergers our company will have, you 
definitely can survive if you can be brave and learn new things! 
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ID: Respondent_3 
Date: June 10, 2013 
 
Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A:  During the time of restructuring, we had no way to fully understand it. Perhaps only 
about 20% to 30%. In fact, because our company had restructurings for many times, there 
has been changed several times before, therefore we probably know it’s a trend. Unlike 
the feelings we had previously when government-owned changed to private-owned, it 
was so urgent at that time and there was no time to be buffered. Therefore, it was 
relatively difficult to cope with. But later, along with more several small restructurings in 
this company, we gradually know what to expect. 
 
Q:  How did you feel about this organizational change when informed about it? 
 
A:  I am not surprised about it at all. 
 
Q: What concerns did you have about this organizational change at that time? 
A:  No special concerns. 
 
Q: Before the organizational change took place, did you talk to anyone or take any other  
action to find out details about it? If so, what did you do? 
 
A:  Basically, we had many meetings before the start of the organizational restructuring. In 
the meetings, they have discussed that the priority of this change will concentrate on the 
units providing similar services. Since there is a clear and basic direction of this change, 
it is easier for us to get a picture of this change. In addition, people like to talk even 
though there is no formal document about the change yet. 
 
Q:  How did you think the change might affect your own job situation? 
       
A:    It is possible that my job will have a change in that the job area we are responsible for 
will be broader in the future. It may be good news for some people because they can 
work in the office closer to their home. In contrast, it can be bad news for some people 
because they may need to work in an office which is far away home. However, the job 
content won’t have a big change in general since similar units are going to merge 
together. 
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes?      
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A:  In our work, there’s not much change. There’s a change of the scope of the work location 
but the nature of the work has not been changed. There are two units of the same nature 
becomes one but the internal small units have not changed at all. Perhaps there’s another 
reconstructing later. 
 
Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not? 
 
A:  I think our company did this restructuring for future possible manpower downsizing. 
 
Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  I feel that it is easier for our company to function. By doing downsizing, our company 
can relocate human resource more efficiently. Also, I feel that the change is more 
beneficial for the top management in our company. There is no difference for us. Yes, the 
area we have to take care of is larger in terms of our job territory. Also, workload is 
heavier than we have in the past. In these two years, I feel that there is no big deal at all 
due to this restructuring. 
 
     Q: What are your feelings now about your company? 
 
     A:  I think external policies have more impact than the internal cohesion, which involve 
national policies and restrict the development of our company. Our company does not 
have to raise a number of lawmakers to fight, so those policies have some impact on our 
company. The biggest burden of our company is from the government, so our biggest 
impact is from the external. We may go downhill. The external telecommunications 
companies will invest the least to make the best profit. They will ask our company to 
open certain parts to achieve their goals. The reconstructing should take performance and 
labor into consideration. 
 
     Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
 
     A:  In the current situation, the merger is to about combing similar jobs, so the change impact 
is not big. In terms of workload, I think we need to get used to increasing jobs and 
workload. After the merger, we have to take care of different types of machines. So, we 
need to learn how to use and maintain them. I usually suggest our young colleagues to 
learn more about new machines since they may need to deal with them in the future. If 
they can lean different types of machines we use in our company, they don’t have to 
worry about all types of organizational change. In addition, we usually use a type of 
machine in our company for about 15 years. Thus, if they can get familiar with one type 
of machine, the knowledge and skills about that language can be used for many years. 
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ID: Respondent_4 
Date: June 10, 2013 
 
Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A:  At the time, I only knew some second-level unit will be reduced. I only heard about some 
rumors. 
 
Q:  How did you feel about this organizational change when informed about it? 
 
A:  I feel that our company will not have a big change. I actually do not care since our center 
is the bigger one which will merge the other. 
 
Q: What concerns did you have about this organizational change at that time? 
 
A:  Since we have been privatized for a period of time, we did not care too much about this 
restructuring. From our perspective, this change will be about a merger of units, because 
we had many merging experiences, we are not worried, and we will do whatever we 
should do.  
 
Q: Before the organizational change took place, did you talk to anyone or take any other 
action to find out details about it? If so, what did you do? 
 
A:  Chat with my coworkers. Some people may go to other departments and hear some news. 
 
 Q:  How did you think the change might affect your own job situation? 
       
A:   At that time, I thought our job load will increase since it is possible that they cannot 
handle that much, and we should help them out. However, nothing changed afterwards. 
  
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes?  
        
A:  No much were changed to us. They still do whatever they did in the past, we do ours. We 
now get together and work together. I concerned about job arrangement and load, but 
nothing bad happened.  
 
Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not? 
244 
 A:   Job load increased! My role did not change. Our unit did the same job afterward. 
 
Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  The change has led to some obvious advantages such as reducing some manpower to our    
company. In the past, we had ten supervisors overall, and now we only have five. To 
those ones who are at lower level, there is not much impact. However, if you want to get 
promoted, you will see fewer positions and chances due to restructuring. To be honest, 
this direction is right for our company since we do have too much human resource, and 
downsizing is correct. 
       
Q:        What are your feelings now about your company? 
 
A:  To our company, there is a lot of interference from the outside. Our government 
surrenders part of our profits to other companies, which makes our profit and revenue 
reducing. Our union usually takes the initiative to go protest. At least, we need to let them 
hear our voice even thought it may not useful to protest. I feel that it is not reasonable for 
our company to surrender profits to other companies since our company is not a state-
owned enterprise any more. 
 
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
 
A:  We’ll see how things go! Because they say there will be a change, but it may not 
necessarily come true! I should say these previous change were not too bad, so I feel this 
change should be fine. However, if there is a new device, we surely still need to learn, 
even without the restructuring. But for the people at the supervision position, they will 
have to learn new devices once they are transferred to another unit. The opportunities of 
promotion have become fewer. 
  
A: As a matter of fact, there’s little impact on the nearby units, so I don’t have much 
suggestions. This restructuring had less change than the privatization. The last event 
(privatization) was relatively bigger and there is no difference this time. Last time, there 
was a large change. For instance, the whole unit of people was transferred to a new unit. 
There were some people from each unit transferred over. Some people were not used to 
it. For instance, some technical engineers were not accustomed to what salespersons did. 
It didn’t happen this time so they did not have so many complaints. 
 
 
 
 
 
245 
ID: Respondent_5 
Date: June 10, 2013 
 
Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A:  I actually did not know much, and I think there will not be a big change. 
 
Q:  How did you feel about this organizational change when informed about it? 
 
A:  I feel that our company will not have a big change. 
 
Q: What concerns did you have about this organizational change at that time? 
 
A:  Our [my] only concern is about the scope of our operation center will become larger due  
to the change. It may be an issue when we need to rotate our jobs. In this way, some staff 
may need to travel in a longer distance for work. Fortunately, our company is so humane 
that they [our company] may take commutation distance into consideration when 
arranging people’s jobs. About manpower, their units [the merged unit] still have their 
employees, and ours have ours, so it should not be a problem. 
 
Q: Before the organizational change took place, did you talk to anyone or take any other 
action to find out details about it? If so, what did you do? 
 
A:  People only like to talk about pros and cons about the organizational restructuring 
privately. Someone who is good at this kind of issue may like to share their opinions. 
 
Q:  How did you think the change might affect your own job situation? 
       
A:  I thought it will not affect my own job situation since my job covers the professional jobs 
in an area. Even after the change, they still need someone to take care of these jobs. I 
thought I would be me.  
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes?          
      
A:  My workload has been changed a little bit. For example, I was responsible for five units 
previously but now I am taking over six units. It is true that I have more workload but 
overall, I can handle them very well. I am good! 
      
Q:  What was the relationship between the change outcomes and your concerns? Were your 
concerns warranted? Why or why not? 
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A:  After the merger, nothing special happens to me. There won’t be another merger from my 
perspective since this merger seems appropriate for our jobs. 
     
Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A: Our Executives or high level positions have relatively big changes. We did not have 
much change here. For example, we had two managers in the past and we have one now, 
but the scope of their work probably almost has nothing changed. I do not have much 
thinking about the company and myself. I think this restructuring does not have much 
impact on me. There were two level-one units before and now there’s only one after the 
restructuring. I personally think there is no difference at work. 
 
Q: What are your feelings now about your company? 
  
 A:  My job is about fixed line. In this industry, we actually do not have other competitors 
since other companies do not want to invest in this part. Thus, we are a dominant 
company in this area. 
 
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
 
A:  According to my experience, a restructuring is inevitable since it can allow our company 
to be more responsive to the outer environment. Therefore, I would suggest my 
colleagues just follow our company’s policies, have a positive attitude, and do not reject 
the assigned work. I am not pretty old or pretty young in this company. When I know I 
need to learn something new, I usually get started earlier. Some people may be more 
professional so they can master skills faster. I can ask them when I encounter some 
problems when I learn or work. In some professions, I am better than others. Therefore, 
we help and learn from each other in our company. This is one of the best features in my 
company. 
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Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A:  Because our company has had organizational changes before, we probably can feel that 
we have a great chance to have some type of organizational changes. However, I do not 
know much about the details about change. Some units which provide similar or same 
service, they are very possible to be merged in my view. The departments such as HR and 
marketing are very likely to be merged and they are going to work together. As for the 
on-site services, such as customer service, should not be changed since they still need to 
work for different districts and customers. 
 
Q: What concerns did you have about this organizational change at that time? 
 
A:  I think the merger is certainly good for our company since it can come up with some 
synergy by merging units in which people have similar work. However, for employees 
specifically, it may not good news since some people may expect less promotion 
opportunities and frequent relocation of manpower due to a merger may lead to less need 
of human resource in the organizational department. 
     
Q: Before the organizational change took place, did you talk to anyone or take any other 
action to find out details about it? If so, what did you do? 
 
A:  We can only learn some messages about the change from the labor union through emails. 
Our company will not notice the message out when their plan is not determined yet. We 
generally only know which units will be merged. 
 
Q:  How did you think the change might affect your own job situation? 
 
A:    I did not expect any impact of change on my job because we all took responsibilities for 
our customers in differ districts. Employees in T branch took care of T district, while 
employees in F branch took care of F district. We are going to take care of our own 
districts even though there will be a merger of T and F branches. Thus, I did not expect a 
big impact on my job. 
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes?     
 
A:  In the past, we have two separate operation departments, and each of them has its own 
director. Now, the merger of two operation departments only has one director. In the past, 
the work process can be very different for each department, but now we need to discuss 
each other in order to have one unified process. In addition, our workload has been 
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increased because the merger makes us unified our jobs, so my team takes over all the 
same jobs right now. Similarly, we need to discuss and adjust a workflow we can use for 
now. 
 
A: Other jobs such as jobs cover one specific area, or like local administration or jobs about 
dealing with exchange machines do not change at all. We still do whatever we did in the 
past. 
 
Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not? 
       
A:  After the merger, some parts of our jobs were combined. For me, these combined jobs 
only increase the amount a little bit. That’s all! For my colleagues in Fan-Yuan, their jobs 
became less after merger. 
 
Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  I feel okay! We are doing well and we have been coordinating as well. Now it became 
big Taichung. There may be some regional supervisor or manager to take over. I think it’s 
better to let a same person to handle it. Like the Taichung Science Park, between the 
border of Taichung and Fan-Yuan, after restructuring, the unified operation is better! 
Since Taichung is a district, it would be better to manage after restructuring! 
 
A: For our center, I do not feel a lot of difference. We only take care of some combined jobs 
which originally were done by Fan-Yang. We all have good job satisfaction and our job 
performance is okay as well. Overall, we run very well.   
 
Q: What are your feelings now about your company? 
 
A:  We are also the leading company in the telecommunications industry! Taichung  
operation center is one of the best operation centers in my company. I think we can be 
better after this change. 
 
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
 
A:  I am going to give different suggestions based on different employees at different units. I 
think people who are currently working in our unit won’t face a very big change due to 
their job nature. Therefore, it is much easier for them to face any organizational change. I 
will tell them my experience, and let them know our unit will be okay. However, some 
people who are in some units may need to change their work places or jobs. The 
department of human resource management is an example. They need to work with 
different people after organizational change. Then, I will suggest them to face the music 
bravely. Overall, I encourage all of our employees and myself to grab all chances to learn 
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new technology. Do not make yourself left behind, and then you can work more 
smoothly. 
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Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A: After our company privatized, we continued to have many organizational changes. Also, 
we have such a thought, as employees, all we have to do it just follow our company! 
 
A: At that time, people talked about that 9 units might be merged into 7 units, and some  
units might be merged afterward. In my view, the increase of my job loadings can be 
expected. The details about the change such as units, work processes, and human 
resource can be discussed along with the release of the preliminary change plans.   
 
Q: How did you feel about this organizational change when informed about it? 
 
A:  Due to the merger, the entire scope of work and the working pressure will be more and 
more. In my case, my job is about long distance telecommunications. My unit has been 
changed from one unit into two units. Since two years ago, I began to manage more units. 
I directly lead nine machine buildings. The change of my job is so drastic. However, I 
overcome all difficulties, and I am used to these jobs now. In my expectations, my 
company can keep changing. 
 
Q: What concerns did you have about this organizational change at that time? 
 
A:  I thought about some issues in advance. I think other people also thought about these 
things. Because units will decrease after the merger, workload will increase. However, 
for those who need salary still have to keep work hard here. 
 
Q: Before the organizational change took place, did you talk to anyone or take any other 
action to find out details about it? If so, what did you do? 
 
A:  Generally these draft messages is not the official head office files. We had meetings only 
to discuss the framework. We only know a little. Everything is uncertain when the change 
plan has not been officially announced. 
 
Q:  How did you think the change might affect your own job situation? 
 
A:  The workload has become much more, so I have to watch the official administration 
system several times a day, also, I have to check emails many times a day, and run back 
and forth between units. I need to deal with staffing problems because we have fewer 
staff after restructuring. In the past, one staff handled a machine building. Now, two staff 
needs to take care of two or three machine buildings. The workload has been increased. I 
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will be responsible for controlling and knowing if our unit is capable of dealing with 
these businesses. 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes? 
 
A:  Although the workload has been heavier and the scope of work has been larger in the past 
two years, I feel more respectful and dignified. Right now, I can focus on my profession, 
and I do not need to do some extra work that we are not good at. 
 
A: I was driving an engineering truck everywhere. Although the work is tiresome, it is more 
rewarding. In fact, the work cannot be exactly the same. For instance, I am currently 
managing 9 machine buildings, so I have to learn the locations of many switches. There 
are some buildings that I’m not familiar with so the pressure is increased and the work 
itself has become more diverse and complicated. We [I] try to do our [my] best. Our 
company offers different training courses each year. We will go to those trainings. Like 
last year it was the fixed internet, and this year it is the bonus. For both of these, the 
decisions were made by the executives. Since the restructuring, we engineering system 
has been taken more seriously. We also feel better with dignity. Although my memory 
has been decreased because of aging, I am still willing to learn new machines and new 
functions. 
 
 Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not? 
 
A:  About the shortage of manpower in our workplaces, what we do is to cover each other. 
For instance, during our Chinese New Year, we will let our coworkers know what we are 
going to do during our holidays. In this way, someone will be stand by and prepare to 
handle some troubles. If there are too much for us to handle, we report to our supervisors 
for sure.  
 
 Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  It is a must for our company to have this restructuring. It is sure for our company to 
downsize and decrease manpower, which can make our company run as a business 
company. In my view, it is possible that our company will merge Changhua and Nantou. 
That’s the way it will go!  
 
A: We keep thinking about any change, merger or restructuring in our company. 
  
A:  There are fewer people but more work, so I think we work more efficiently. However, 
our company's revenues have less ten billion and each person has also gotten NT $ 
100,000 less. We are busier but because the company operating policy--lowering mobile 
internet rates, our total operating revenue decreases. Each person has gotten less than a 
hundred thousand bonus last year. But we are subordinators. We have no other options. I 
could think of a good life is running out. We also have unions, but because the head 
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office’s decision, there is not much effect. Private enterprises aim to follow the direction 
of the largest shareholders. 
 
 Q: What are your feelings now about your company? 
 
A:  I think the company will reduce so much expense by making this kind of change.  Take 
personnel cost for example, we used to have one personnel director in both Taichung and 
Fan-Yuan.  After this merger, we only need one personnel director, which virtually saves 
some personnel expense, and downsizes the organization.  Besides, the average age of all 
the employees is relatively older.  Everyone feels tired with increasing workload.  The 
company also keeps controlling the cost, like we increase the using time of old 
equipments.   If we use the equipment for more five years, we save the expense of five 
years.  Moreover, the equipments and techniques of NGN (new generation) are not steady 
yet.  The company doesn’t use them in the beginning.  Frankly speaking, we have more 
workload by doing so.  The younger employees need time to learn new techniques, and 
we continue using old equipments for more than one year.  Some equipments work 
twenty-four hours per day, and they have run for over twenty years. 
 
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
 
A:  I suggest our newcomers to learn new knowledge and skills about new technology. 
Senior employees usually take care of older machines. If newcomers can learn some new 
technologies well, they can use the knowledge and skills for more than 10 and 20 years. 
Thus, we do highly recommend our younger engineers or newcomers to learn new things 
and skills. Many of our younger engineers are very professional, so I think they can 
master new technologies in a very short time. In general, they can catch a brief concept of 
new machines in three months, and need at least 6-month training. 
 
A: We encourage our new employees to do whatever they need to do while they still work in 
this company. No matter new or old machines, we still have to learn and know about how 
to handle them. It is possible for young engineers should be responsible for dealing with 
all types of machines since senior engineers will get retired soon. So, I tell them that they 
have to learn “routines”, and then they know how to seek help while they have problems 
doing their job. We seniors tend to teach new engineers everything without hiding any 
tricks or techniques. We do not fear our own jobs will be taken over. It is pretty like a 
father is teaching his son. It is our pleasure. We also hope that our company can be 
sustainable. 
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Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A:  More or less, I heard about the information of this organizational change before it  
occurred. A company which is going to have a change usually releases some information 
to its employees for their psychological preparation for the change. The management can 
collect some opinions during this time as well, and they can do some adjustments before 
the final and formal information is released. Usually, the information about change is 
among employees’ discussion.     
 
Q:  How did you feel about this organizational change when informed about it? 
 
A:  Since the liberalization of the telecommunications business, there are more and more 
private companies in Taiwanese telecommunications industry. That is, the industry is 
more and more competitive. In order to expand business opportunities and markets, all 
companies try different business strategies. Thus, it is reasonable for our company to 
adopt the strategy of organizational restructuring along with the mergers of political 
districts. I think the other divisions in our company such as Nantou or Yunlin may take 
similar strategy of merger as well in the future. On one hand, our company can reduce the 
manpower allocation and personnel costs because our company’s current personnel costs 
are very high. On the other hand, we can be accountable to the shareholders since the 
annual surplus could reach a better level along with performance improvement. To be 
honest, compared with other companies in this industry, I personally feel that our 
manpower and organization size is still somewhat bulky. So, I think it is a positive and 
inevitable strategy for our company to have this merger. 
 
 Q: What concerns did you have about this organizational change at that time? 
 
A: In my view, after the organization’s merger, everyone's workload will increase. For 
instance, three people’s jobs may be shared by two people. In other words, people will 
increase workload and responsibility. It is certain that our company will not have 
immediate abolition of current manpower, but in a progressive way. Still, however, 
workload will increase. 
 
A: Another concern is that due to some units of consolidation, the office will also change. 
Some people may need to commute relatively far away from their home to the office 
every day. Then, along with the heavier workload, it is possible that some people might 
think about early retirement. I know my company is going to take this chance to promote 
an early retirement scheme, which can be viewed as a company's way of downsizing. 
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A: I would have thought that after the restructuring, new technology equipment may be used 
commonly, and older employees will feel more difficult to learn new technologies. 
 
Q: Before the organizational change took place, did you talk to anyone or take any other  
action to find out details about it? If so, what did you do? 
 
A: During the meetings, our upper level managers usually did not talk about information 
explicitly about the change. However, according to previous cases of change in our 
company, such as the merger of south and middle branches, we can make a guess about 
the change in this time. 
 
Q:  How did you think the change might affect your own job situation? 
 
A: When you ask me about the impact of change on my job, I thought about the previous 
merger of south and north Taichung branches, and the merger of middle braches and 
south branches. For some employees, they may need to change their offices due to 
change. This situation may happen to me this time as well. 
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes? 
 
A:  This outcome of the change is very close to my expectations. Both of the workload and 
work responsibilities are increasing. My responsibility has been doubled from an unit to 
two units. I need to manage more machine buildings, I have more people to lead, and 
more jobs to do. So My pressure is bigger. Nevertheless, I still can do it since my job 
performance is good and my workload is acceptable. In terms of work pattern and 
process, both of them have no change. 
 
Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not? 
 
A:  Before change, I expected that my workload will just increase because I thought the 
merger will between two units. However, I have to lead two units and all of the 
subordinates on my own right now, which is out of my expectations. 
 
Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  It is definitely more hard work for me to do after this change. However, I still can take it 
since it is normal that we have more pressure now. We need to over it. 
 
A: I think the company has its assessment methods for this restructuring. In my opinion, our 
unit does have a good result in terms of human resource downsizing. In addition to the 
merger, our company provided an early retirement package for seniors, and they stop 
recruit newcomers. So   the number of employees gradually reduces. However, some 
units may have shortage of human resource, then they need to negotiate with our machine 
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venders, and share jobs with them. As for the evaluation of our job performance, I think it 
should be a long-term evaluation, but I think we are going to have positive results if we 
keep doing it in this direction. 
 
Q: What are your feelings now about your company? 
 
A:  I think my company is working pretty well. However, because of the impact of 
environmental changes, as well as industry competition and the support for government’s 
policy about lowing call rates, voice mail, and broadband Internet access rates both fell. 
Therefore, our company's total revenues for the previous years have decreased. It is 
certain that the top management in our company have their own strategies to maintain a 
leading role in this industry. I am just a little employee, so I can only see our company’s 
business from my own angle. I am very confident that our management team knows how 
to make our company better with their strategies, and they will try to make our profit 
more. 
 
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
     
A: Whenever I go to the units I supervise and chat with my colleagues, I told them that our 
company is much better than other companies in terms of work patterns, work stress, and 
many things. Generally speaking, our company is more humane. Many of them have their 
friends or family who are working with other companies, so they clearly know that the 
work of ROI in our company cannot beat our company’s. Some people who work with 
some high-tech companies ever told us that their daily life is so busy. They usually get 
started to work at eight in the morning and they usually finish their jobs about nine or ten 
at night. In addition, overtime is their obligations. Therefore, we are so lucky that we can 
work in such a humane company, and we should cherish our jobs. 
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Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A: Everyone was making a guess. People have different ideas about the impending at that 
time. 
 
Q:  How did you feel about this organizational change when informed about it? 
 
A:  I am good since my company said that our work location will not change. I am not panic 
and have no fear. 
 
Q: What concerns did you have about this organizational change at that time? 
 
A:  No concern! I did not have many ideas. I feel it is useless to think about that too much. 
 
Q: Before the organizational change took place, did you talk to anyone or take any other 
action to find out details about it? If so, what did you do? 
 
A:  Only know a little bit about the change since our company released some information at 
that time. Some information can be counted as formal announcement. However, I had no 
idea about the details. 
 
 Q:  How did you think the change might affect your own job situation? 
 
 A:   I expect there will be no big change for my job! No matter what changes take place, I will  
do my best. I think workload can be increased, but you will never know what happen 
until the final. Thus, I did not make a guess, but I know I will need to do some 
corresponding adjustments. 
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes?   
 
A:  My work content has not been changed a lot, but I have a relatively larger scope of work. 
All I do is try to deal with it. For instance, I only needed to handle one unit, and later I 
became responsible for the entire two units. Thus, the workload becomes larger. In the 
past, I was only in charge of eight units, but I need to deal with fourteen. 
 
A: Although I have double units to take care of, we still can handle everything very well as 
long as we have the Internet system. 
 
Q:  What was the relationship between the change outcomes and your concerns? Were your  
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concerns warranted? Why or why not? 
 
A:  The change outcomes are very close to my expectations. No much have been changed 
actually. Some people worried about the change of our work places, but it ends up with 
no change. Our union did some communication with the top management of our 
company, and our top management guaranteed that they will try everything not to change 
employees’ work places. In addition, they promised that they will respect employees’ 
view. 
 
 Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  In my view, to maintain current situation (not to merge) may be a good idea as well. I feel 
that units and jobs in our company sometimes are not well-divided, so I think the change 
may not particularly good. However, we cannot do anything to change them because all 
of these are company’s policies. We just try to do everything and I believe we survive. 
Also, I think our company is nice to employees, so the restructuring should be helpful for 
our company and us. 
 
Q: What are your feelings now about your company? 
       
A: This company will survive. 
 
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
 
A: In my view, all of our colleagues have good adaptability. I am pretty confident of all the 
employees in our company. I think they will be good when workload is appropriate. 
 
A: In general, our company’s policy is pretty acceptable. I will tell them not to think too  
much especially for their own career. As for roles, no much will change. It should be fine.  
 
A: Our company had several mergers and which did not cause many negative effects on our 
jobs. Change such as the merger of Feng-Yuan -Yang and Chung-Gung, or the merger of 
Feng-Yuan -Yang and Dong-Shih, or the merger of middle center and south center. 
Therefore, everyone can accept change. 
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Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A: When they began to talk about a merger of Taichung and Feng-Yuan -Yang, people had  
different information and ideas. We did not know which units will merge, and how they 
will merge. We mostly heard information from the head of our center. Finally, we heard 
that one center will not change, the other will change. We knew about some details when 
the merger almost implemented. 
 
A: I always heard some info about from my direct supervisor. He often mentioned it in our 
regular meeting. Their positions are higher, so they got more news. No matter the news is 
correct or wrong, they would share some info with us in general.  
 
Q:  How did you feel about this organizational change when informed about it? 
 
A: I have been working in this company for such a long time, thus, I did not care about 
change. 
 
Q: What concerns did you have about this organizational change at that time? 
 
A: In the beginning, since I knew not much about this change, I had no idea about what to  
concern. Later on, I knew that our unit may be merged, and our upper unit may not be 
merged. 
 
Q: Before the organizational change took place, did you talk to anyone or take any other 
action to find out details about it? If so, what did you do? 
 
A: In the beginning, the higher units were more nervous. Later, they were not worried about 
the change at all because they knew they did not change. For instance, our supervisor was 
not nervous at all. I think!  
 
Q:  How did you think the change might affect your own job situation? 
 
A: In my case, my leading unit was merged by the other one. He led the merged team, but I 
did not. It is fine with me since my position is like this high. For my subordinates or 
newer employees, their promotion opportunities may be less than we had in the past due 
to the merger.  
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes? 
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A:  My original unit and the other one have been merged, so I do not take the supervisor’s 
position anymore. Our new supervisor has taken over the leave and absent system and 
performance appraisal system since only one leader need to deal with an appraisal. For 
me, I have one more supervisor than I had in the past. In fact, my new supervisor still 
divides our duties separately. I am still in charge of all the machines I took care in the 
past, and he is in charge of the ones he taken care of originally.  But, I have one more 
process to go through in terms of administrative procedure. That is, I have to report to my 
new supervisor when I want to do something.       
 
A: There is no difference with the techniques, but the administration work separately.   Take 
myself  for example, there’s one more administrative procedure because I have one more  
executive.  There is difference between my executive and me.  I still take care of my 
switch telecommunications, and the executive takes care of his.  Now that we have one 
more administrative procedure, whenever I need to work on something, I have to report it 
to my executive. 
 
A: Originally we had six offices, and now we have three.  We guess this was decided by the 
department of business or this was decided by the executive chief.  I was not informed it 
at all until the consolidation.  In my opinion, the human resource system should take our 
career planning into consideration. Take career  for example, for now we have reduced 
six offices into three.  There are nine people in one office.  Originally, one out of nine can 
be promoted as the chief.   Currently, we have merged two offices into one.  So there is 
only one out of eighteen can be promoted.  I think the Human Resource office should be 
aware of these situations. 
 
A: Yes.  I used to have only one director in my office to follow.  But for now, since I have   
one more office chief to follow, so I have much more workload.  It is because the chief 
would assign me other works so I have more works to do. I also have to cover the work 
of another office because the chief of that office was transferred to another office.  
Currently, I have to cover the outward administration of that office. That’s why I really 
got much more workload.  
 
Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not? 
 
A:  My workplace and my work team did not change at all. However, administration and 
leadership have become more problematic now since I supervise my own team, and my 
new supervisor also directs me as well as my original team. In addition, my workload has 
been increased as well. In the past, I only need to do whatever my director asks me to do. 
However, right now I also have to listen to my new supervisor as well as my director. I 
have also been assigned more missions since the leader of other unit has been changed to 
another unit. I am currently taking responsibility for his administrative affairs now. So, 
my workload drastically increases due to this organizational restructuring.    
 
Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
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A: Our company has reached the mature stage, so having mergers is a must. I think it is not a 
good idea for newcomers. Compared with whose who came this company earlier, they 
have many work and promotion chances. Now, the mature company needs to reduce the 
variety of expenses by downsizing manpower. Thus, that is the way they will do!   
 
Q: What are your feelings now about your company? 
 
A: I feel my company is pretty competitive. However, although we have privatized, the 
government is still the biggest shareholder of our company. The government often 
intervenes our company’s business. For instance, our company is forced to adjust the rate 
of long-distance telephone calls to be similar with general phone rate, which is not 
reasonable from my perspective. In general, the long-distance phone call should be more 
expensive since the phone call should be transmitted through more switches, Thus, the 
rate should be higher since it should be costly. This strategy makes our company earn less 
money which can decrease the total revenues and our welfare.     
 
A: Yeah!  It doesn’t make any sense. We don’t have to cut the price whenever they ask me 
to do like that. There are fix and line network in our company. Other companies don’t 
construct the fix network on their own. They just want to use ours, so they rent the 
network from our company. They work on this through a certain relationship to ask our 
company rent them the network. We even have no right to decide the rate. It is all decided 
by them. You know they would always go to the National Communication Council to 
protest that we give them higher rate. We have great human power and competition in our 
company. However, our company positions itself strange. We are a private company, but 
the government is the biggest shareholder that intervene the policy and so on. 
 
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
 
A: I would suggest them to have a try in departments of Enterprise customers or marketing.  
It doesn’t matter for senior employees, but not for younger ones. By doing so, they will 
have more opportunities of promotion. Maybe it is good for you, right? I think most 
young employees would try since they compare themselves with others more or less. Say 
if someone gets promoted in the department of Enterprise customers, and you don’t have 
the opportunity in the technical departments, you might feel depressed. Currently, the 
technical departments are merged all the time. We have less opportunity. If you are not 
used to the new office or department, you can always apply to come back. I had a 
colleague came back from the new office/department after one year. 
 
A: In the past, the new employees were enforced to do customer and marketing, so all of    
them did. Some of them did not perform well in that department since the nature of jobs 
was very different. Those engineers working in our machine buildings did not need to 
socialize with others at all.   
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A: The human resource office would arrange us to have training. I also had the training so that 
I could be evaluated by my executive. I have very great performance in the training, and 
they told me that I can be promoted as the director half a year later. But, you know it’s 
impossible. We have emerged the organization so that we rare opportunities. So what 
human resource office plans cannot be carried out.  For example, the human resource 
training center works on their plans, but they still cannot force executives of different 
departments or offices to follow their ideas.  Although the human resource office offers 
HR pool, some executives promote a certain employees as they want. The boss would not 
necessarily follow the suggestions of the HR office. I know it is the department executives 
that decide the promotion. Training and evaluation offered by HR office are not 
necessarily accepted. I feel a little bit sorry about this. 
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Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A:  I did not know much about the change at that time since it is the headquarters’ strategy. I 
knew more when the details were released by our company. I only heard some rumors 
previously. No much!   
 
Q:  How did you feel about this organizational change when informed about it? 
 
A:  It’s normal. Restructuring is necessary if we [our company] want to be competitive in the  
market. The only difference is the speed [of change]. In other words, if we did not have 
this reformation two years ago, we still have another change for coming two years. 
 
Q: What concerns did you have about this organizational change at that time?  
 
A: It is impossible that we [I] did not worry about the restructuring. What we worried about 
was that newcomers may need some time to get used to the culture in our department 
after the merger. I also worried about the management. It would surely take some time 
and specific techniques to apply new ways of management. The managerial techniques 
should be applied appropriately and flexibly. 
 
A: The example is that the Department of Business in Taichung implemented all the 
strategies, and we pursued score 80. I also asked their office should also meet the 
standard. The result was that both offices couldn’t make it because they ask each other to 
cooperate with themselves. So I have to list out what we should do and related 
regulations, which took me two months. Then, I communicated with the colleagues in 
Feng-Yuan -yuan district. We also give power-point presentation for them so that they 
understand what should be done, and they have to follow the regulations or my 
executives should take up the responsibilities, which would be penny wise and pound 
foolish. We would let them know that it is not necessarily for them to do like this. If we 
can put these into practice, we don’t have to take the responsibility of failure. We would 
let our colleagues and related departments know that it is really difficult.  It took us one 
year to integrate all and to change the culture. It is not easy to change the culture! 
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes?           
 
A:  Of course, I have had more responsibilities than before. Taichung was the only area that I 
was in charge of, but now I am taking care of two areas, Taichung and Feng-Yuan -yuan. 
With more workload, bigger work area, and more manpower, we have much more 
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responsibilities. We’ve ever considered this before. I have confidence in myself in doing 
the new job well, and I am happy with my job satisfaction and performance. 
 
Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not? 
 
A:  The things I worried about did happen. Not only did it happen in my office, but it also 
happened in other offices. It is about the office culture and workflow. For example, the 
workflow is different. One office was merged into mine. I think the leaders should insist 
the correct workflow and approaches of practice. When promoting the policy, we [I] have 
to be patient. Once we [I] are impatient, new merged members and offices would not 
accept our office culture. We [I] have to change it step by step. For example, there are 10 
important items to change. We cannot put them all into practice at once. We have to do 
the most important one first. After everyone gets used to it, we start the second. We have 
to implement them one by one so that there will be fewer obstacles.  
 
A: Also, there are many things that we cannot discuss about.   We have to wait for the 
executive-officers’ decision making so that we can persuade the employees.  If there are 
good ideas of the merged offices, we would adopt their ideas.  Likewise, if there are 
disadvantages, we would have to adjust them.   Let’s say, if we want to have the outcome 
as score 80, score 60 or score 40, we have to spend hard work of 10 days, 5 days or 1 
day.  I have to communicate these concepts with them.  I use scientific ways to persuade 
them to achieve score 80.   We should do important things first, we also need more time 
to accomplish our works.  We also need to obtain their approval. 
 
Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  There is very substantial improvement in terms of job satisfaction and job performance. 
One part of the work of my office is the internal customer service. When we’ve achieved 
a score of 80, the colleagues in the customer network unit will trust us. If we only gets a 
40, they would think we are slackers. As time passes, they will not trust us at all. We 
have to work hard to make the other offices trust us so that we have everlasting 
cooperation. 
 
Q: What are your feelings now about your company? 
 
A:  I think the company is in the right track emerging the departments since it would save the 
loss of the separation. That is, by uniting everyone together, we can handle things 
together. I also expect that the company will have additional consolidation, which would 
integrate all departments to a certain state! I think our company will have to face great 
competition in current industry since telecommunications industry is a kind of high-
technology. We can say it is both capital-intensive and technology-intensive. We have 
both capital and technology has advantages, but staff seniority is a problem. Senior 
employees are experienced in general works. One senior employee can take care of the 
workload of the two even three. But, they have difficulty in innovation. 
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Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
 
A:  I would explain it to them that it is a trend. The company will integrate different 
departments by downsizing the staff. Most of the employees accept this idea because we 
have already had organizational change for many times. We had one in 2006, and one for 
now in 2011. They understand the situation of reformation. 
 
A: The leaders need to have correct concepts about organizational culture because 
sometimes the results may change according to different organizational cultures. Just like 
the job quality that I mentioned, we should convey the concept of trying our best to 
accomplish the tasks so that other offices would know the important concept of our 
office. Moreover, as long as we are professional, others would respect us, and they would 
be willing to cooperate with us.   
 
A: In the part of work procedure, I would tell them that there should be a standard 
procedure. If we have it, the work would go smoothly. If we jump the steps or 
procedures, it would not only waste the time, but we won’t have good quality. We need 
standard work procedure so that we have good results. I would like to communicate the 
ideas with them, and persuade them so that they would follow the procedure. 
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Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A:  Personally, combination is a trend.  It is because the political change of the entire 
Taichung city, the whole structure will be adjusted.   Also, in our company’s operating 
area, there will definite be adjustment, especially we executive need to have this kind of 
realization.  Whenever we knew there’s consolidation in Taiwan politics, we expect the 
adjustment and emergence in our company, which will do us good.  I had that king of 
perception at that time.  As for the way of the combination, we need more coordination. 
 
Q: What concerns did you have about this organizational change at that time?  
 
A: I indeed had some concerns because our departments may be adjusted after the 
organizational merger. We [I] were a bit worried about different professions of jobs, 
especially we didn’t know which department we will go to afterward. However, we [I] 
would accept the arrangement of the new work as long as the senior managers asked us to 
do so. We [I] would try our [my] best to meet the company’s decisions and expectations.  
 
Q:  Before the organizational change took place, did you talk to anyone or take any other 
  action to find out details about it? If so, what did you do? 
 
A:  I didn’t have the chance to join the decision-making, so I had no idea before that.  The  
team I originally led was emerged into other teams or offices because it is part of the 
headquarters’ decision-making.   I didn’t participate in the discussion and didn’t know 
that my office would be emerged until I attend the explanation meeting of the whole 
structure.  I don’t have any comment about this result, and I will work in accord with the 
company’s policy. 
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes?        
 
A:  My work has been changed totally. For now I am doing the work in another field because 
the team I led was merged. Originally, I was responsible for transmission and broadband. 
Now I am working electricity exchange, which is completely different from the field that 
I was in before.  Therefore, you can tell my working field changes a lot. Although the 
work nature changes a lot, I am still positive and hardworking. In fact, it is not us [me] to 
choose the job.  Instead, it is the boss to assign us [me] the job. It is the boss to assign us 
[me] to be in charge of different jobs, fields, people, teams, offices and so on. I feel that I 
get accustomed to this kind of challenge very soon. I am also very confident in facing 
these challenges and jobs. I also feel that my boss has pretty much confidence in me, and 
also in my ability so that they assigned me to take care of these new jobs. 
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Q: What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not?       
 
A:  The things I anticipated did happen. I was changed to a totally different office. The team 
that I led was canceled, and my team members were arranged to different offices. I led 
seven offices originally. Those seven offices were merged into other offices, and I am the 
only one left. Actually, we all try to cooperate with the decision-making of the executive 
officers. We do not choose where to go. 
 
Q:  Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  In the past two years, there were some adjustments in working procedure and modes.  
The so-called working adjustment is that the original eight offices were emerged into 
five, including the adjustments of everyone’s work. After I joined this new team, I tried 
to communicate and negotiate. During these two years, they have trust in my guidance, 
and they also cooperate with each other.   In a word, it is only my personal change, but 
it’s the change of everyone. Everyone has the perception that there will be more fierce 
competition. If we don’t adjust ourselves to elevate our level, we will be caught up by 
others. So, currently, everyone tries his best to cooperate with the adjustments. 
 
Q: What are your feelings now about your company? 
 
A:  I think the company currently faces many challenges, which is competition among 
companies in the same industry. Also, our company needs to cooperate with the national 
policy and the ideas of our national leader. The condition will change differently if we 
have another minister. I think so far we have more challenges to face, which means the 
leader of the government may have different policy and thoughts. They are stress and 
harm to employees. 
 
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
 who might be experiencing the same situation, what would you tell them? 
 
A:  I think we should take it silently. We need to wait and see how the policy was adjusted so 
that we can follow it to change ourselves. My personal feelings are that, for we 
employees, these factors of changing are real changes even a kind hurt. For example, the 
aim and mission of transforming into a private corporation is to have financial benefits, to 
elevate the performance and to make money. But, now that the government keeps 
assisting the related private enterprises, the government turns into the leader of all 
enterprises, which becomes a kind of censorship. It is a kind of unbalanced control, 
which brings us predicament in performance and other aspects. 
 
A: In my opinion, we are the employees so that we should strengthen our expertise. 
Recently, the communication system structure and equipments are renewed.  It is a 
worldwide trend to have the new system, but the technology has not yet being refined. 
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Take the Internet surfing for example, wi-fi is prevalently needed, so old equipments and 
core network structure must be replaced. The world has not yet learned how to build up 
this kind of core internet system and the entire communication system structure so that 
the network goes smoothly. The support structure is important. Currently, the world is 
still waiting to see if there’s better ways to handle this problem. We, the staff, who are in 
charge of this field also need to learn some theories. Our Communications institute and 
Training center are collaborating with professors of National Taiwan University to offer 
many courses. They also hold various conferences with different manufactures in this 
industry so that we can obtain more knowledge to handle the latest internet structure 
establishment. To build up a new generation network (NGN) and also to build up a better 
NGN are the most important things we have to do. Many people do not know that 
actually Nokia, which was the world’s top communications company, is now crumbling. 
These are the changes and challenges that telecommunications have to face. I suggest my 
company staff that we should not just watch how others face the changes; instead, we 
have to keep making progress and being hard-working so that we will not be eliminated. 
New machines are invented so that we have to keep enriching ourselves. We have to face 
the changes positively. We cannot just wait; instead, we have to face it. It is useless to 
complain about the policy. 
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Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A: Before the organizational restructuring, although our company had announced that 
several units or centers will be merged, our HR professionals kept communicating with 
all employees by stating that our salary, jobs, and benefits will not be changed totally. In 
fact, I think the impact of change will be fine with me since I know my company can do 
their best arrangements. 
 
A:  In terms of roles, I did not clearly know about my roles before this change. I know there 
will be two possibilities. One is to serve as a high level manager, and the other is to be a 
high level engineer who will not lead subordinates. Both of these positions are possible in 
my view. 
 
Q:  How did you feel about this organizational change when informed about it? 
 
A:  I have a higher expectation about the effect of this organizational restructuring since I 
think this organizational change can save our company cost. 
 
Q: What concerns did you have about this organizational change at that time?  
       
A:  I think my jobs won’t have a big change. Since my job is about management, the only 
change due to this restructuring will be the broader of my managerial jobs.  
 
A:  I view myself as an employee with high levels of organizational commitment. I like to 
see the bright side of everything. My idea is that I should work hard for my company 
since my company pays me that much. I also expect this organizational restructuring can 
make my company better. To be honest, our company is such as good company that pays 
us pretty well. 
 
A:  I am pretty confident about my abilities. I felt that the level of my career uncertainty is 
low because I generally know that there are only two possibilities regarding my 
promotions. One is to be a manager continuously, and the other is to be a senior engineer 
which is not a managerial position. Therefore, I have confidence to myself so that I am 
not worried even though our company is going to have a change. Just do whatever I need 
to do. 
 
A:  I am pretty confident about myself. I have been working in this company for more than 
30 years. Compared with my colleagues, I am more senior and my ability is pretty good 
as well. Thus, I think my company will keep my job position. I am a better candidate than 
others to work as a high level manager in this field.  
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Q:  Before the organizational change took place, did you talk to anyone or take any other 
  action to find out details about it? If so, what did you do? 
 
A:  I am more confident about myself because of several reasons. I have been working in this 
field for more than 30 years, so I am pretty senior. My ability is good and I am 
experienced as well, so my company may continue to use me as a manager in my view. If 
they want others to replace my position, it is fine for me but they may be not that familiar 
as me. To me, I can do either a manager or a senior engineer. These two were the 
possible job positions for me after this organizational restructuring. They did not 
announce any information about our job positions until two weeks before outbreak of the 
restructuring. The top managers negotiated and discussed what to do. If they do not 
inform you, then you will not know what you will do. Some people will ask their 
supervisors or top managers about their jobs in the future, but it is not for me.     
 
Q:  How did you think the change might affect your own job situation? 
      
A:  In my view, either being a manager or an engineer will be good for me. To my 
knowledge, there are only two possibilities, but I do not know which one I will be after 
change. As for being an engineer, I may work in this department or in other departments. 
Our company and the management will not release the specific information about human 
resource until two weeks prior to the start of this organizational restructuring. 
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes?       
 
A:  In my case, I just have to manage one more unit due to this organizational restructuring. 
There are more people in my team now. In other words, I supervised more people. My 
team takes responsibility for one more job about broad band. I do not feel a big impact of 
this organizational change on my own job. It is totally fine for me if my company gives 
me more units. I think I am able to handle whatever my company assigns to me. In my 
view, I only need to lead more people. In addition, the broader of jobs may not have 
negative impacts from my idea. When the jobs are more challenging, all I have to do is to 
make more efforts to take care of the extra groups of people and units in my team.   
 
A: I think I improve my job performance. Although I have more jobs, I still handle my jobs 
very well. You know, human beings are very flexible, thus it is fine we have one more 
unit in our work team.  
       
A:  About roles in this company, before restructuring, to be honest, I did not know about 
which roles I will play in the future. However, there were only two possibilities. One is to 
be a manager with leadership, and the other is to be a senior engineer who does not lead 
people any more. Both ways were very possible. To me, I was totally fine with either of 
them. In brief, I was more unclear about my roles before change. After change, I continue 
to play my previous role, a manager. Before change, our management has clearly 
announced that the original 10 staff units will be merged into 5. That is, the managers in 
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these units included HR, marketing, general administration, and workplace security knew 
their future roles may changed like mine. They may continue to be managers who lead a 
group of people or to be a senior administrator. As for engineering and technical 
departments, two units were supposed to merged, so two senior managers did not know 
their roles and jobs. 
 
A: As for the restructuring in this company, role ambiguity may be not a big issue for most 
of us. This organizational restructuring is simply related to the merger of two units. Many 
people may need to work with different people, teams, and offices. However, their jobs 
are almost the same. That is, they do not drastically change their jobs and roles in this 
company. Most people were supposed to be the same in terms of their roles. After all, we 
are all professionals with specific job competencies, so that we are supposed to take 
responsibilities for their professions continuously. More specifically, although this 
organizational restructuring was about 1800 people, only some managers may explicitly 
felt their roles and careers have been changed drastically due to their units were merged 
into others. For example, some higher managers’ roles and careers were changed more 
drastically.   
 
Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not?  
      
A:  For those who were still senior managers with administrative positions after change, they 
did not feel the change impact. Take the leading manager in Fengyuan marketing unit for 
example, this guy lost his leadership due to the merger of Fengyuan and Taichung 
marketing units. Without power of leadership, those managers would have different 
moods in this company. They become tired of organizational activities in our company, 
so they even did not join dinner parties. The change of their behaviors were every salient 
since it is related to our face. It is normal for people to feel uncomfortable. I am going to 
get retired two years from now, so my thought might be a little different from them. My 
position level is 340, and many of them are 320. My position level is higher even though 
we are all managers of units. If some of them want to get promoted, they will need to 
change their workplace to Taipei or Kaochung, which are far away from our town.  
  
A:  In contrast, some people may not like this change, and they did not expect this change 
can help them with their jobs and careers or the effectiveness of our company. For 
instance, for those who work in the administration departments, their departments have a 
comparatively big change since all of them even need to change the locations of their 
offices. Because of this restructuring, they have to communicate for a longer distance 
between their homes and offices. It will take more time, money, and energy to travel. 
Although their job duties are still very similar with their previous ones, they still may feel 
not comfortable since it will take more time, money and energy traveling from their home 
to their offices from now on. It is possible that they feel their own lives, roles, and careers 
have been messed up. Even worst, some of them need to work in other cities, so they 
cannot stay at home any more. They have to get up very early every Monday morning, 
and travel to other cities to work there. Then they travel back to their home town on 
Friday. It costs much time and money, so they may feel unsatisfied with their jobs and 
271 
lives. It becomes more challenging for them to strike a balance between their careers and 
family.     
 
A:  Our careers in this company were changed due to this organizational restructuring. Take 
HR department for example. After the merger of these two HR units, some HR managers 
had become no longer managerial positions but administrative positions. Moreover, the 
promotion path has become more challenging and competitive in that there will be few 
managerial positions in the future. Specifically, in old Feng-Yuan HR department, three 
HR staff can compete for an HR manager’s position. Similarly, in old Taichung HR 
department, five HR staff can compete for an HR manager’s position. Now, eight staff 
and one HR senior are competing for an HR manager’s position. Thus, it is obvious that 
the chance for promotion becomes less. Certainly, before restructuring, people cannot 
have a clear idea about their careers. However, they know much more what they can do 
after the company’s restructuring 
 
Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
     
A:  Overall, managers’ expectations about the impending change were significantly related to 
their perceptions about the change outcomes. I personally believe that organizational 
restructuring is a good thing for our company. Therefore, before the organizational 
change, I had a positive attitude towards the outcomes of impending change. Take our 
marketing department for example, one was in Taichung and the other was in Fengyuan.  
In the past, they worked individually, but now they merged into one department. They 
can work together, and they have double human resource for a job goal. Supposedly, in 
my view, they should work more sufficiently after merge.  
 
A: Before this change, I already had a pretty positive attitude toward this organizational 
restructuring. I also feel this change is beneficial to our company so far. Take our 
marketing department for instance, after the merger of the two marketing units, they can 
work together now. It is obvious for them to have synergy by planning and operating 
together. I think they also improve their efficacy. In addition, HR departments also have 
better job performance due to the merger. The HR department now can have double 
human resource, and they can share the same job objectives.    
 
A:  I had positive expectations of the outcomes of this organizational change, and I knew my 
jobs and roles should be only two choices after change. I personally hope that this change 
can divide and categorize all our jobs more clearly. I think I am competent to play a role 
as a manager who supervises many subordinates, and I think I will get retired from this 
position. Why? It is because that our jobs will be well-divided and reorganized after 
change. Before change, our department was responsible for various duties including 
transformation, electricity, transmission, and maintenance. After change, we only need to 
take responsibilities for transformation. To my team and me, our jobs became more 
specific due to change. Our jobs became more purified and specific. In the past, we were 
responsible for many types of jobs, but now we only focus on one. I know I can work 
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until retirement in this company. In addition, if I can only focus on one job, then it will be 
better for me.  
       
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
 
A:  I always have positive thinking. If my company can increase effectiveness, it can make 
more money supposedly. If my company can make more money, we employees can have 
more benefit and incentives. Therefore, if my company can become better because of 
change, it is a good thing. Before change, although I did not know my roles and jobs 
exactly, I am comparatively certain about my jobs and careers in this company due to my 
attitudes and thoughts about this organizational change. Due to this restructuring, one 
new unit had been merged into our team. I need to take good care of these new team 
members in order to increase morale. I want to make them feel working with us is better 
than working in other units. I usually communicate with them with my ideas. I will 
persuade them that working in this company is much better than working in other 
companies. This company does care about employees. In this company, if you work hard, 
it is certain that you can retire from this company. By analyzing pros and cons to my 
subordinates, I believe they can tell working in this company is good. In this company, 
career is comparatively certain. All you have to do is to work hard to make other people 
know your good performance. Your career in this company can be brilliant.     
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Date: June 13, 2013 
 
Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A: We had some thoughts in our mind. We had a big picture.  
 
Q:  How did you feel about this organizational change when informed about it? 
 
A:  Talking about our service areas, we basically have one business department for one city. 
In order to conform to the merger of political districts, combination in our company is 
necessary and reasonable.  
 
Q: What concerns did you have about this organizational change at that time?  
 
A:  I felt that is okay. My concern was how our company will make good use of human 
resource in our company. It does not matter what change they will have. 
 
A: I did not worry about that much because my company is so humane. The employees and 
the company work well except the time of the beginning of privatization many years ago. 
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes? 
 
A:  Our company often had very formal explanation sessions and relative documents, and 
then employees had the ideas about the new arrangement of human resource and jobs. 
Moreover, it was also because I was one of the staff who joined in change planning, so I 
had some better ideas about the change. 
 
Q:  How did you think the change might affect your own job situation? 
 
A: We probably will move to another office later. Another important issue is that whether 
personal expertise can be emphasized because the merger will make us to do different 
jobs. It would be a loss both for the company and an individual if employees cannot do 
their jobs according to their expertise. So, in the change process, it is important for the 
company to arrange employees properly based on their expertise.  
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes?          
 
A: My work place and work nature have been changed, and actually I’ve predicted these 
situations before the restructuring. Now I work in another building, which is three or four 
miles away from the old one. I am pretty okay with the distance. As for the work nature, 
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originally I did CT (communication technology), and now I do IT (information 
technology). 
 
Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not? 
 
A: I think pros are more than cons. Take administration management for example, it turns 
out to be only one administration system exists. Therefore, many employees will have to 
change their work places and work together. However, the work nature and places are 
still okay for most employees.  
 
Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  Our operation center is responsible for IT in our company, which is one of biggest offices 
in our company. Because of this merger, we gather all people of various competencies so 
that we have proper arrangement of human resource, which benefits our work 
performance. 
 
A: Workload increases. 
 
A: Before this change, a project maybe divided. After change, now that we work on a project 
together. It is more holistic.  
 
Q: What are your feelings now about your company? 
 
A:  Because the main shareholder of the company is still the government, which has concrete 
influence on us. 
 
A: The satisfaction of our employees would be more than dissatisfaction. Compared to other 
companies, our company ranked as the sixth place of happiest enterprises all over Taiwan 
this year. Based on this, we can tell that our employees are pretty much satisfied with our 
company. 
 
Q:  Based upon your experiences with this reorganization, if you could advise someone else  
 who might be experiencing the same situation, what would you tell them? 
 
A: Generally, I would compare the welfare of my company with that of other enterprises.   
Compare to the organizational restructuring of other enterprises, my company does better 
in taking care of employees’ feelings. So I think we have to cherish it [our company’s 
good care]. We should not compare what we had before with what we have for now. It 
will never make things turn out better. If the employees know more about other 
enterprises, they will know that our company is none of the second in taking care of the 
employees. 
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A: The union of the company is quite influential. The consensus between the office 
executives and the union is very important. Here is the case. Some employees want to 
transfer to another office or team with the fact that there is not vacancy in that office. We 
will have to persuade the employees that we need to wait for opportunities. Otherwise, 
there would be always vacancies in some certain offices, and there will be no vacancy in 
some other offices. We usually have the strategy of filling up the vacancy first, and 
transfer second. 
 
A: Standing in the company’s shoes, restructuring is necessary for better profits. Still, we 
have to concern if the employees can adjust themselves to the new condition. We have to 
concern in which way we have better human resource arrangement and performance. The 
employees and the company need to construct mutual trust, which brings success of 
organizational change. So we have to concern the feelings of employees. We need to 
make them feel they learn something so that the company will succeed. Also, we will 
continue to have changes. We had a change before, we have a change now, and we will 
surely have another change in the future. 
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Date: June 17, 2013 
 
Q: Interview Questions 
A:  Answers 
 
Q:  What did you know about this organizational change before it was officially announced? 
 
A: I will call this kind of revolution as the integration. Because of the administrative 
integration in Taiwan area, the fact that service areas were integrated is necessary, which 
is also a trend. To speak frankly, Feng-Yuan has no choice but needs to be emerged. 
 
A: We expected the condition of consolidation when the administrative areas were emerged.  
We also heard some news of it from the headquarters. As for me, when integrating other 
offices, we stress the concept of integration instead of the concept of consolidation. 
 
Q:  How did you feel about this organizational change when informed about it? 
 
A: I believed that was what my company should do since the organizational structure would 
be too distributed if these two units were not integrated. On one hand, the external 
environment made our company do that. On the other hand, the merger of these two units 
seemed beneficial to us [employees]. We can unite the working systems, we have 
sufficient manpower, and we benefit each other.  
 
Q: What concerns did you have about this organizational change at that time? 
 
A:  On one hand, as I just mentioned, they [we] did the change according to the trend. On the 
other hand, I had discussions with all my lower-level managers about what to do after 
change. We would be in charge of the distribution of jobs and manpower. For instance, 
our accounts will be united. They [the other unit] did not have enough manpower before 
the merger, and now, we [the merged unit] will take charge of and share their workload 
so that they think it turns out to be more efficient after the merger. I believe that they 
have the feelings that we take care of them after the merger because we had considered 
about everything beforehand. 
 
Q: Before the organizational change took place, did you talk to anyone or take any other 
action to find out details about it? If so, what did you do? 
 
A:  We had meetings for many times with the senior managers in different departments. 
Those higher-level managers planned the merging departments first. Our case is more 
special since our departments were totally merged together. Some departments only 
combine their administration. People still do what they did. 
 
Q:  How did you think the change might affect your own job situation? 
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A:  Actually, the merger only brings me the workload. There’s not too much benefit. I have 
more responsibilities. But as for the entire company, we don’t want to have two main 
heads in our company. Originally, we do different things. For now we do the same job 
with the same working system, which saves time. 
 
A: Overall, this change just increased my workload, but it is still okay. It is more important 
to enjoy your work. Many of our colleagues were old. If our company can take care of 
their needs as well as their jobs, people can work better in this company.  
 
Q: Looking back over the past two years since the reorganization, how has the change 
affected your own job and work processes? 
 
A:  I try my best to take care of the offices and teams that belong to me. Before this, 
everything is fragmented. After the merger, we are like a big family, and they became 
one part of my big family. Thus, I have to work harder to go to their offices to talk to 
them, and to know what they need. Usually, I would regard their needs as the priority so 
that they would feel that merger benefits them. So during these two or three years, they 
feel that they are taken care very well. 
 
A: Actually, integration for me means to increase the workload without any other benefits.  
As for me, I have more responsibilities to take.  I have to take care of larger workloads 
and working areas. Currently, I have to manage Li-Shan District and so forth. As for the 
company, we don’t want to see the double directions in one department. Originally, what 
they did was totally different from what we did. For now we unify our works. We have 
only one working approach so that it saves our time. As for me, my workload has 
increased. Some of my colleagues’ workload increased, and others’ workload was 
distributed. On average, the employees have rather equal workloads. 
 
A: In terms of work processes, the workflow in the management part should be altered.  
Management was fragmented before. Everyone takes care of his own business. Now, the 
public telephone center controls and collects all conditions and information. Now, we 
have a metropolitan area, a coastal line and a mountain line. We have the three parts in an 
unified system, which took us about half a year to plan it. So I think we integrate them 
successfully. I give the integration score above 80. 
 
A: Talking about performance, I think this change can enhance performance because we can 
save some waste. Before the merger, people worked in their own ways, but after this 
merger, we can save some jobs and human resource because we work together. We can 
share jobs and outcomes. 
 
Q:  What was the relationship between the change outcomes and your concerns? Were your  
concerns warranted? Why or why not? 
 
A:  Yes. They did happen. Just as I mentioned, the manpower was not enough. Like the 
center takes care of the accounts. With the development of the computers, we do not need 
two offices to take care of accounts. So, now the operation center can take care of 
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everything about accounts. The center can take care of all trivial duties for saving 
manpower. After the merger, locations of some offices became far. We also put the 
workload and manpower into consideration so that they feel we concern about them. 
 
A: After change, the locations of their office became a little bit far away, but we did care 
about these points. We let them feel that we indeed care about them. 
 
A: We could hold regular meetings in the same offices before. No transportation is needed 
since we have other colleagues. Everyone now has to go to the operation center for 
meetings. More specifically, before the merger, we had the labor safety morning meeting 
once a week. But after the merger, we have the meeting once two months. In this 
meeting, all employees are required to come to the center because we announce some 
notices and information in the meetings. In between the two meetings, we make it up 
with managers’ meetings. That is, the managers need to come to the center for meetings.  
The number of managers is not that many, so it is more convenient for managers to come 
here for the meetings together. Basically, we do not want to ask employees to come back 
often since they are so busy with their jobs. We only require managers to come back and 
ask them to have sufficient communication with their subordinates. 
 
Q: Two years after the reorganization, what are your feelings now about the organizational  
change? 
 
A:  Our company have yearly evaluation. Feng-Yuan center always gets the first prize of 
outworkers’ evaluation. In contrast, our center gets the first prize all the time for the 
revenue.  After the merger of these two enters, we have two first prizes. The revenue of 
Feng-Yuan is not that good. We can make up their shortcomings. The evaluation brings 
us incentive effects. We want to learn and to do as well as them when we know they get 
first prizes in outworkers’ evaluation. So, the merger brings us greater effects. I think the 
strategy of merger in our company is pretty nice. Many offices are integrated very well. 
 
Q: What are your feelings now about your company? 
 
A:  I think our company's competitiveness is doing down. Although it is a [privatized] 
company, the government is still the main shareholder. So we have to take some 
responsibilities due to the government. One is that we take the responsibility for national 
[telecommunications] construction. Another thing is that we have to share profits with 
other private enterprises. The public sometimes still regards our company as a state-
owned enterprise. Actually, we are an exchange listed company for now. We should 
make profits for shareholders. So I think our chairman would feel helpless about these. 
 
A: I expect the company will conduct integration in the future. Take Chunghwa Telecom for 
example, we do not need that many departments. Tele-companies in America don’t have 
that many departments. There are too many branches of Chunghwa Telecom all over 
Taiwan. So, the integration will move on. As for the integration, I think we’ve done it 
well. 
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Q:  Based upon your experiences with this reorganization, if you could advise someone else  
who might be experiencing the same situation, what would you tell them? 
 
A:  After the merger, I have found that Feng-Yuan, Qing-Shui, and Da-Jia operation centers 
did not have a good connection. They had a merger before. At that time, Da-Jia and 
Dong-Shih were merged with Feng-Yuan center. This time, Feng-Yuan was merged with 
Taichung. Once I found that they do not match well, I invited all of them out to have 
meals together so that they knew each other better. The concept I conveyed to them is 
that now that we are working in the same team, so we should discuss and solve any 
problems. As their director, I will try my best to help handle the problems. If I cannot fix 
some issues, I can also reflect the problems to the higher level management. The point is 
that we should have the works done well so that we can make some contributions to our 
company. I am very willing to concern the grass-roots. 
 
A:  Being an executive officer, empathy is very important. Imagine my office or team has 
been merged, we may feel bad as well. When we put ourselves in others’ shoes, we know 
how others feel and then we can know how to take care of them. So, first, I told my 
original team member that the merged colleagues are like our brothers and sisters. We 
should treat them well, and concern them more so that everyone can get along with each 
other well. I have to emphasize that merger is not my problem. We have mid-level and 
low-level offices. Therefore, these executives should understand this kind of situation. 
 
A: They basically had a center in their mind, which is like a big family, so they can do their 
job more smoothly. 
 
A: As I emphasize, this merger is not about me; it is for everyone. Everyone in my 
department should keep this idea in mind. 
 
A: My department is very special, and we have field work, as well. We also have to take 
care of marketing. The employees in my department have to take care of the works out of 
our business. I often encourage them that it is our true value. If we want to be counted for 
something in the company, we should not only polish our professions, but we should do 
something extra.  It is natural that we enhance our professions since we get pay. But, if 
you do something extra, the boss will surely pay more attention to you. Most of my 
subordinates agree with this concept, and they are willing to do so. We used to be a 
government official. We usually thought that I would only take care of our duty to do, 
and others had better not to assign me additional workloads. But, the company's current 
operating patterns have changed; we’ve turned into a private enterprise. If you want to be 
noticed and promoted, you have to do something extra. Besides our professions, we have 
to learn other professions hard. I always tell my subordinates that I will absolute support 
them to learn new professions no matter what you want to learn like broadband Internet 
or other techniques because they can enhance your professions and make you 
competitive. 
 
 
 
